Implementation challenges of the performance management policy at the Joe Gqabi District Municipality public hospitals by Mbethe, Zakanzima
  
IMPLEMENTATION CHALLENGES OF THE PERFORMANCE 
MANAGEMENT POLICY AT THE JOE GQABI DISTRICT MUNICIPALITY 
PUBLIC HOSPITALS 
 
  
 
Zakanzima Mbethe  
 
 
Submitted in partial fulfilment of the requirements for the degree of  
Master of Public Administration in the Faculty of Arts at the Nelson Mandela 
Metropolitan University (NMMU) 
  
 
December 2012  
 
 
Supervisor: Dr  Kwame Asmah-Andoh.  
 
  i 
 
 
DEPARTMENT OF ACADEMIC ADMINISTRATION  
EXAMINATION SECTION 
SUMMERSTRAND NORTH CAMPUS 
PO Box 77000 
Nelson Mandela Metropolitan University 
Port Elizabeth 6013 
Enquiries: Postgraduate Examination Officer  
 
DECLARATION BY CANDIDATE 
NAME:    Zakanzima Mbethe  
STUDENT NUMBER:  208091831   
QUALIFICATION:   Master of Public Administration (MPA) 
TITLE: Implementation Challenges of the Performance 
Management Policy at the Joe Gqabi District Municipality 
Public Hospitals   
DECLARATION:  
 
In accordance with Rule G4.6.3, I hereby declare that the above-mentioned treatise is my own 
work and that it has not previously been submitted for assessment to another University or for 
another qualification. 
 
SIGNATURE: ________________________ 
 
 
DATE: ____________________________ 
  ii 
 
 
ACKNOWLEDGEMENTS  
I wish to express my appreciation and gratitude to the following individuals for 
their assistance and encouragement during the course of the study: 
 My supervisor, Dr Kwame Asmah-Andoh, for his positive support and 
availability during the course of the study.  
 Ms N. Ndabula, District Manager at Joe Gqabi Health District for granting 
me permission to conduct the study .  
 All Peformance-Management  and Development System-Moderation 
Committee members  at Joe Gqabi Health District, who participated in the 
study.  
 My wife, Nanamhla, for  giving me the courage and encouragement during 
the course of the study.  
 My friends and well-wishers for their support and encouragement.  
  iii 
 
ABSTRACT 
Public administration seems to have shifted towards the New Public Management doctrines that 
emphasize performance management.  The healthcare reforms have been a global phenomenon 
ever since the early 1980s, with the major focus on managerial restructuring, to produce a more 
responsive and  efficient system (Liang and Howard , 2007:393). The South African public 
sector has gradually introduced a comprehensive performance management system, since the 
early 80s. In response, the Province of the Eastern Cape began the design  and the development 
of a performance-management policy in early 2000. This policy was later refined and aligned to 
the National Department of Public Service and Administrations’s performance management 
policy. The policy was intially implemented in the Province of the Eastern Cape in mid-2003, 
through a Performance Management and Development System (PMDS). Moderating 
Committees were established at each level of government, and at the institutional level. The 
mandate of these Moderating Committees was to ensure the proper implementation of the 
perfomance-management policy.  
The purpose of the policy is to provide practical guidelines on the improvement of individual and 
organisational performance; however, the implementation challenges of this policy have been 
identified in Joe Gqabi Health District. This study evaluates the implementation challenges of 
performance-management policy at all the Joe Gqabi District Municipality public hospitals.  
The main objectives of the research study are, therefore, to : 
 To provide exposition of the provision of the Province of the Eastern Cape performance 
management policy and regulatory guidelines;  
 To analyse the utilization of performance-management information for determining 
remunerations, rewarding outstanding performance and for the development of the 
personnel;   
 To provide a set of recommendations for the policy implementation to improve service 
delivery in the Joe Gqabi Health District. 
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Both  qualitative and quantitave methods were utilised to collect the data for the study. The 
research questionnaire was distributed to the eleven public hospitals in the Joe Gqabi Health 
District. The response rate was 52%; and this was considered adequate for scientific analysis and 
reporting. The research study reached the conclusion that there is generally poor adherence to 
policy guidelines in the district, in that: 
 Although most hospitals have structured PMDS committees, their meetings are 
inconsistent, and are generally held only once a year during final assessment. 
 Performance contracts are signed very late, towards the end of the first quarter. 
 Performance-related bonuses are also effected very late, and are considered a 
demotivating factor by most participants.  
 The support provided by the provincial and district offices for the implementation of the 
performance-management policy was viewed as being quite inadequate by most of the 
participants. 
 The majority of the respondents recommended that the policy be replaced by another 
form of performance management; however, some considered it adequate, but the 
implementation of the policy requires further attention.  
 
The study therefore came to the following recommendations: 
 The Province and the District should provide consistent support to district hospitals for 
the implementation of the performance-management policy. 
 The provincial offices should authorize performance-related payments timeously, and the 
district should effect these payments promptly.  
 The co-ordination of the skills-development programme should be decentralized, in order 
for district hospitals to improve their efficiency and effectiveness in co-ordination.  
 The Accounting Officers of the respective institutions should monitor the implementation 
of these policy guidelines to ensure compliance.  
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The research findings conclude that provided the above recommendations are implemented, this 
would improve the implementation of the provincial performance-management policy, and  
service delivery in  public hospitals in the Joe Gqabi District Municipality. 
 
LIST OF ABBREVIATIONS AND ACRONYMNS 
OECD:   Organization for Economic Co-operation and Development  
PMDS:  Performance Management  and Development System  
LSA:   Local Service Area 
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CHAPTER 1 
 
INTRODUCTION AND BACKGROUND TO THE STUDY  
 
1.1. INTRODUCTION  
The study examines the challenges faced in the implementation of the performance management 
policy in public hospitals in Joe Gqabi Health District. Performance management in public 
institutions primarily has a developmental focus. The process of performance management 
provides the setting of the goals, measuring performance against the set goals, and using 
feedback information to improve management, and to reward outstanding performance.  
 
The Province of the Eastern Cape promulgated a performance-management policy to be 
implemented in all provincial departments (Performance and Development Manual, 2006:15). 
Each provincial institution is required to set up structures to implement the policy – by using the 
guidelines. In the Joe Gqabi Health District, a structure that is referred to as Moderating and 
Human Resources Committees has been set up to implement the policy. In terms of the policy, 
guidelines are in place to assess the performance of employees annually; and the information 
obtained is used in determining employee’s remuneration and for rewarding any outstanding 
performance.  
 
Thus, to achieve the objectives of the Provincial performance-management policy, with its 
developmental focus, the implementation emphasises measuring employees’ performance to 
meet organizational objectives, to reward outstanding performance, and for developing the 
personnel (Performance and Development Manual, 2006:13). According to the Joe Gqabi Health 
District reports, the implementation of the policy in the participating hospitals has not adhered to 
the policy directives. 
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 Assessment has not been done for the past three financial years;  
 Performance assessment information is, therefore, not available for determining 
remuneration, and for rewarding outstanding performance; and  
 No personnel development plan has been crafted on the basis of performance 
assessments. 
  
This research, therefore, examines the challenges to the implementation of the Eastern Cape 
performance-management policy in the Joe Gqabi Health District and its impact on the 
personnel, as well as the determination of the remuneration packages, staff morale and service 
delivery.  
 
1.2. STUDY BACKGROUND 
The area chosen for the study is the Joe Gqabi Health District. This area has three sub-districts, 
with eleven public hospitals grouped under the sub-districts.  
Joe Gqabi District Municipality covers an area of 2,564,705 ha and displays a diverse set of 
landscapes – from deeply incised mountainous terrain to flat far-reaching plains (Joe Gqabi 
District Municipality IDP 2012/13-2016/17 financial years). The District is located in the Eastern 
Cape; and it borders the Free State and the country of Lesotho. Joe Gqabi District Municipality is 
located to the west of Alfred Nzo District, North of O.R. Tambo and Chris Hani District 
municipalities and to the East of the Northern Cape Province.  
According to Census 2007, the total population of Joe Gqabi District Municipality is estimated to 
be about 308 365 with a density of 14.7 people per km
2
. The district municipality area consists of 
four local municipalities: Gariep (Burgesdorp, Steynsburg, and Venterburg); Maletswai (Aliwal 
North, Jamestown); Senqu (Barkly East, Rhodes, Rossouw, Lady Grey) and Elundini (Maclear, 
Ugie, Mount Fletcher).  
The Health District demarcations integrate Gariep and Maletswai Local Municipalities into one 
Health District, which is Maletswai Health district. These results in Joe Gqabi District 
Municipality having three Health Districts: Maletswai, Sengu and Elundini. The area of the study 
was in these three health districts that comprise eleven public hospitals. It is important to note 
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that of the eleven public hospitals, four are the provincially aided hospitals that were partially 
funded by the Provincial Department of Health. These hospitals have been recently integrated 
into the public health system; and it is assumed that they are still acquainting themselves with the 
policies and systems of the department. The table below depicts the grouping of the hospital into 
sub-districts of the Joe Gqabi Health District: 
SUB-DISTRICT (LSA) HOSPITALS 
  
Maletswai   
 Burgersdorp Hospital  
 Aliwal North Hospital  
 Steynsburg Hospital  
 St. Francis Hospital (Previously 
provincially aided) 
 Jamestown Hospital (previously 
provincially aided) 
Senqu  
 Cloete Joubert Hospital  
 Mlamli Hospital  
 Empilisweni Hospital  
 Lady Grey Hospital (Previously 
provincially aided) 
Elundini Taylor Bequest Hospital  
 Maclear Hospital (Previously provincially 
aided) 
Table 1.1. Cluster of public hospitals per sub-district of the Joe Gqabi District Municipality 
 
The report identified the implementation challenges to performance management in all eleven of 
the public hospitals. 
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1.3. CLARIFICATION OF TERMS  
 Accounting Officer: According to the Public Finance Management Act, 1999 (Act 1 
of 1999), the Head of Department must be the Accounting Officer of the department; 
however, in this research, the Accounting Officer refers to the Hospital Managers.  
 Performance management cycle: The performance-management cycle involves three 
phases: planning and contracting, performance review, and the annual assessment. 
This cycle must correspond to the financial year, which commences on the 1
st
 April, 
and ends on 31st March of the following year (Performance Management and 
Development Manual, 2006:16). 
 Performance-Management System: The performance management system comprises 
the guidelines that are designed to provide a process for the implementation of the 
performance-management process (Oliver, 2008: 48). 
 Performance contracting/performance agreement: This links an individual’s 
performance plan to organizational goals, and includes an explanation of the expected 
outcomes required to achieve effective performance (Performance Management and 
Development Manual, 2006:04). 
 Service delivery: Service delivery may be defined as the performance of a task or duty 
by an official or an act that helps others to control or make use of resources, or an 
organization or system providing the public with something useful (Crous, 2006: 40).   
 Strategic plans: Visser and Erasmus (2002:12) state that strategic plans comprise the 
department’s key outcomes; and these plans are derived from the mission statement. 
A timeframe of three-to-five years is attached to most of the strategic plans.   
 Public hospitals in the Joe Gqabi District Municipality and Joe Gqabi Health District 
are used interchangeably in this study. 
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1.4. PROBLEM STATEMENT  
The problem statement for this study relates to the implementation challenges of the 
performance-management policy for the Joe Gqabi District Municipality public hospitals, and its 
impact on personnel rewards and development. Important outcomes of performance management 
are the facilitation of human resource capacity development, the provision of performance 
rewards, and the improvement of organizational goals. Reports by the Joe Gqabi Health District 
suggest that ineffectual implementation of the performance-management policy has impacted on 
the determination of staff remuneration and development, and therefore on staff morale and 
service delivery. The study, therefore, intended to examine the following problems: 
  Inadequate adherence to policy and regulatory provisions of the Eastern Cape provincial- 
performance policy, as the challenges to effective implementation; 
 The basis for performance-reward systems in the Joe Gqabi Health District;  
 The impact of ineffective implementation of performance management on the 
development of employees in the Joe Gqabi Health District. 
 
The above issues provide the basis for the research questions. 
 
1.5. RESEARCH QUESTIONS  
The study attempted to answer the following questions:   
 To what extent are the guidelines adhered to in the implementation of performance 
management in the Joe Gqabi Health District? 
 What effect does the non-assessment of employee performance have on the determination 
of employees’ remuneration and their reward for outstanding performance? 
 What is the effect of non-assessment on staff morale? 
 To what extent does the non-assessment of employee performance monitoring and 
development influence the efficiency of the hospital? 
 
6 
 
1.6. RESEARCH OBJECTIVES  
The objectives of the research study were:  
 To provide an exposition of the provision of the Province of the Eastern Cape 
performance-management policy and regulatory guidelines; 
 To analyze the utilization of performance-management information for determining  
remunerations,  rewarding outstanding performance, and for personnel development; 
and  
 To provide a set of recommendations for policy implementation, to improve service 
delivery in the Joe Gqabi Health District. 
 
1.7. LITERATURE REVIEW  
The literature review firstly, analyzed the legislative framework for the implementation of the 
Province of the Eastern Cape’s performance-management policy.  Secondly, a conceptual and 
theoretical synopsis of the performance management in public institutions was provided, to 
position the study in the discipline of Public Administration. The systems analysis propounded 
by David Easton (1957), and the process approach was used in analyzing the designing and 
implementation of performance management in the Joe Gqabi Health District. A brief exposition 
of a Province of the Eastern Cape performance-management system and its processes are 
provided below.  
 
1.7.1. Legislative framework for South African  performance management  
Section 195(h) of the Constitution of the Republic of South Africa, 1996, stipulates good human-
resource and career-development practices, in order to maximize human potential to be 
cultivated in the public sector. A performance-management systems policy must be aimed at 
correcting and improving performance, rather than being punitive in nature.  Part VIII(b) of The 
Public Service regulations 2001, issued in terms of the Public Service Act 103 of 1994, states that 
departments shall manage performance in a consultative, supportive and non-discriminatory 
manner, in order to enhance organizational efficiency and effectiveness, as well as accountability 
in the use of resources and the achievement of results. 
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1.7.2. Conceptual framework 
This section provides an analysis of the concepts used in the study. These concepts include 
performance management, performance planning, performance monitoring, development and 
control, performance appraisal, and the utilisation of performance information for the 
determination of remuneration, reward and employee development. 
1.7.2.1. Performance Management  
Swanepoel, Erasmus and Schenk (2008:372) define performance management as a process, 
which contributes to the effective management of individuals and teams, in order to achieve high 
levels of organizational performance. Swanepoel et al. (2008:372) further state that performance 
management can be regarded as a non-time-specific ongoing endeavour that involves the 
planning, managing, reviewing, and the development of individual and group performance.  
The diagram below adapted from Swanepoel et al. (2008:373) is used to describe the processes 
of the Province of the Eastern Cape performance management system. 
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Figure 1.1: An integrated performance management cycle  
Source: Adapted from Swanepoel, Erasmus and Schenk (2008:373)   
 
According to the diagram above, the Eastern Cape performance management policy comprises 
the following processes:  
 Performance planning  
 Performance mentoring, development and control  
 Performance appraisal or measurement  
 Utilisation of performance information for determination of remuneration, rewards and 
employee development  
9 
 
The above was used to analyze performance management as a management function, and 
to create a framework for assessing the challenges faced in implementing performance 
management in the Joe Gqabi Health District. 
 
1.8. RESEARCH METHODOLOGY ADOPTED FOR THE STUDY 
Kothari (2004:05) states that there are two basic approaches to research. These are qualitative 
and quantitative. Both methods were used to elicit the required responses from the 
participants. Newman and Benz (1998: VI) claim that the qualitative and quantitative 
approaches are neither mutually exclusive nor interchangeable. Qualitative methods were 
employed to describe the actions of the research participants. Quantitative methods were 
utilized where quantities or figures were required. 
 
1.9. ETHICAL CONSIDERATIONS 
Permission was sought and was granted by the District Manager of Joe Gqabi Health District to 
conduct the research in the institutions. Oral consent was obtained from the participants after 
detailed explanations of the research and the following issues were explained:   
        
That participation in the research was voluntary;     
That participants could withdraw from the research project at any time without penalty;       
That all information obtained would be treated in the strictest confidence;   
The names and details of the participants would not be identifiable in any written    
reports of the study.  
A copy of the research report would be made available to Joe Gqabi Health District, Department 
of Health and the participating hospitals. Permission was obtained from the Research Ethics 
Committee of the university before the commencement of the study.  
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1.10.  OUTLINE OF THE CHAPTERS OF THE REPORT 
The following provides an outline of the chapters in this treatise: 
 
Chapter 1: Introduction and background to the study  
The chapter gives a brief outline of the problem statement, the research questions, the 
research objectives and the methodology.  
 
Chapter 2: The nature and place of performance management in public administration  
The chapter investigates the research problem through a review of the relevant literature. 
The chapter also provides the conceptual, the theoretical, and the legislative framework 
of performance management.  
 
Chapter 3: Research methodology  
This chapter outlines the research design, the sample, the sampling procedure and the 
ethical considerations.  
 
Chapter 4: Data analysis and interpretation  
 
In this chapter, the research findings are presented and analyzed.   
 
Chapter 5: Conclusion and Recommendations  
This chapter draws conclusions from the study and provides recommendations to public 
hospitals in the Joe Gqabi District municipality.  
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CHAPTER 2 
 
THE NATURE AND PLACE OF PERFORMANCE MANAGEMENT IN PUBLIC 
ADMINISTRATION 
 
2.1. INTRODUCTION 
This chapter will discuss the conceptual, theoretical and legislative framework of performance 
management. This will be achieved by providing an exposition of concepts, such as performance 
management, performance planning, performance measurement, performance mentoring, 
development and control. A theoretical discussion of performance management will be provided 
by presenting the importance and relevance of performance management in public organizations. 
The General Systems Theory and the New Public Management will be used to provide a 
theoretical context of performance management and public administration.  
The legislative framework on performance management will also be presented. The legislative 
framework will discuss the South African legislative developments on performance 
management. It will also provide the historical developments of the Eastern Cape performance-
management-development policy and its further integration and alignment with the Department 
of Public Service and Administration Employee Performance-Management-Development 
System. 
 
2.2. THE LEGISLATIVE FRAMEWORK FOR PERFORMANCE 
MANAGEMENT IN SOUTH AFRICA 
The terms: framework, models and systems have often been used interchangeably; however, 
frameworks are useful ways of thinking about systems for modelling purposes (Rouse 2003:01). 
A theoretical framework can make a difference in perceiving, analyzing and acting in what is 
often a complex situation (Gregory, 1990:01). In South Africa, performance management has 
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been gazetted, in order to ensure compliance and accountability to the public. Ohemeng 
(2011:469) argues that legislating performance management can lead to the institutionalization 
of a performance-driven culture, in such a way that it would be fully embraced by the members 
of public organizations.  
 
Ohemeng (2011:470), further argues that attempting to coercively institutionalize performance 
management through legislation could lead to further deinstitutionalization of the existing “little” 
performance-management culture left in the public service, as many public servants would be 
indifferent to its implementation; or at best, they would attempt to do only what the law requires.   
This implies that for performance management to be fully institutionalized, it has to be accepted 
by the organization and become part of the organizational culture. Van Dooren (2011:422) 
agrees with this statement, but maintains that although performance management was devised to 
improve decisions, it may well lead to paralysis.  
Section 195(h) of the Constitution of the Republic of South Africa, 996, states that good human-
resource and career-development practices, to maximize human potential must be cultivated. 
Therefore, performance-management-development policy must be aimed at correcting and 
improving performance, rather than being punitive in nature.  Part VIII (b) of The Public Service 
Regulations 2001, issued in terms of Act 103 0f 1994, states that departments shall manage 
performance in a consultative, supportive and non-discriminatory manner. A brief overview of 
the Eastern Cape performance management policy is provided below.  
 
2.2.1. The Province of the Eastern Cape performance-management policy 
This section provides an exposition to the background of the Eastern Cape performance 
management policy, the purpose of the policy, the objectives of the policy, the principles and the 
implementation tool of the policy – which is the performance management and development 
system.  
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2.2.1.1. Background to the Eastern Cape performance- management policy  
In October 2000, the Province of the Eastern Cape began the design and the development of a 
performance-management policy and system, which was to be implemented across the entire 
provincial administration. The Eastern Cape performance management system was later refined 
and aligned with that of the National Department of Public Service and Administration 
(Performance Management and Development Manual, 2006:08). Performance-related 
remuneration according to the Performance Management and Development system guidelines 
was first introduced in the Eastern Cape Province on the 1 July 2003. The PMDS policy was to 
be reviewed every two years; but according to the records, it was last reviewed on the 20 March 
2007 (Performance Management and Development Manual, 2006:29).  
 
2.2.1.2 The Purpose of a performance-management policy 
The purpose of a performance-management policy is to provide practical guidelines on the 
improvement of individual and organizational performance. The Eastern Cape Province 
performance-management policy seems to have been developed in accordance with the same 
thinking, as its main purpose is to customize the principles and framework of performance 
management for the Eastern Cape Provincial Government, in order to provide measures and 
practical guidelines for the improvement of departmental and individual performance and service 
delivery (Performance Management and Development Manual, 2006:08).  
Levin (2001:237) argues that government policies have clearly endeavored to direct 
organizations towards economic goals, emphasizing workforce training and State economic 
competiveness on outcome, thereby compelling them to improve effectiveness, to increase 
productivity, to be accountable to government, and to be responsive to business and industry.  
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2.2.1.3. Objectives of the Eastern Cape performance-management policy 
The Eastern Provincial Performance-Management and Development Manual (2006:13) outlines 
the objectives of the Performance management policy as follows:  
 To provide a systematic framework for performance planning, performance 
monitoring and review, and performance appraisal.  
 To promote a shared sense of responsibility amongst staff for the achievement of 
strategic goals and objectives.  
 To promote a culture of transparency and participation through open dialogue on the 
goals and the achievements thereof, personal development, and performance 
improvement. 
 To provide a framework for the assessment and identification of good and poor 
performance, and to act appropriately by developing, recognizing, and rewarding of 
good performance.  
 To align employees’ performance with the developmental strategic and operational 
goals. 
 To encourage managers to effectively create conditions for staff to perform optimally.  
 
2.2.1.4. The principles of the Eastern Cape performance- management policy 
When the Province of the Eastern Cape was developing the performance management policy, it 
had to follow certain principles. These principles are outlined by the Eastern Cape Performance 
Management and Development Manual (2006:13) as follows:   
 The policy is to be uniformly implemented across all departments, and shall apply to 
all employees. 
 It is fundamentally developmental in nature; as such, it is not a punitive tool. Integral 
to the policy is a mechanism for improving poor performance. 
 The main objective of the policy is to improve service delivery – through the 
enhanced management of performance.  
 The integration of provincial policies and departmental plans forms the partial basis 
upon which the policy is designed, implemented and managed. 
15 
 
 The performance management and development system allows each member of staff 
to align deliverables and/or activities with the departmental goals and strategies. 
 The tools built into the annual performance management cycle allow for 
transparency, accountability, fairness, equity, and the realignment of departmental 
teams and individual plans with the provincial goals. 
 The policy provides clarity to all employees on their role in the achievement of 
departmental and provincial goals. 
 
2.2.1.5. The Eastern Cape Province’s Performance-Management System 
The performance management policy has been operationalized with the use of a performance-
management system. For the process of implementation and effectiveness of operation, the cycle 
is divided into integrated phases, which are also referred as a performance-management cycle. 
The Toolkit for Management of Poor Performance in Public Service, 2007 illustrates the cycle 
diagrammatically as follows:  
 
                                                                                                       What is the employee expected to do this year? 
 
 
     
                                                                                                
How well is the employee doing? 
 
What recognition will the employee?  
get for outstanding performance ?         
   
   How well has the employee done  
   now that it is the end of the year? 
 Development of a formal performance 
improvement plan together with identified 
employees 
 Providing  support and training if necessary 
Figure: 2.1. Performance management cycle  
Source: Toolkit for the management of poor performance in the Public Service (2008:10) 
 
 
The performance management  
Cycle  
Phase 2: Coaching 
(ongoing) 
Phase 1: Planning 
(March/April)           
Phase 4: 
Rewarding  
Phase 3: 
Reviewing 
(End March) 
Identify poor 
performance  
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The stages illustrated in the above diagram are further discussed below, as they link to the 
Eastern Cape performance-management-and-development system (Eastern Provincial 
Performance Management and Development Manual, 2006:36): 
 
 Performance planning and agreement  
A performance plan is derived from the business plan, taking into account the 
requirements of all other plans. The PMDS system thus provides a framework to link 
the departmental objectives to the overall strategic goals. This linkage is facilitated by 
the performance-agreement workplan and the performance-development plan of each 
individual. 
 
 Performance monitoring and control  
Performance monitoring and review are crucial, in order to ensure that employees 
work towards the objectives and Key Performance Areas agreed upon during the 
contracting phase. Performance reviews takes place, in order to motivate and show 
employees performance areas that need improvement.  
 
 Performance assessment or appraisal  
Performance assessment determines the overall level of performance of employees’ 
teams during a particular year.  
 
 Managing the outcomes of assessment 
The content and the outcome of the quarterly review session and the end of an assessment should 
be signed by both parties. The periodic reviews at all levels must also include a discussion of the 
employees’ development plan requirements. 
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2.3. CONCEPTUALISING PERFORMANCE-MANAGEMENT SYSTEMS  
Theorizing involves the analysis of data, in an attempt to develop a conceptual system. The 
collection of data for a research study requires a basis for reasoning and a frame of reference to 
guide and evaluate such data. Conceptual in the sense of a workable scheme for the classification 
of data that would make it possible to deal with universals rather than with particulars. 
Conceptualizing allows for classifying and identifying questions on the degree or level of 
increase that determines the performance and challenges of implementing performance 
management in public institutions, such as the Joe Gqabi Health District.  
There is also the question on the extent to which the programmes of the set performance 
management system impact and influence its utility, the design of the steps comprising the 
system, the method of collecting data, and their utilisation as important aspects of a performance- 
management system. Asmah-Andoh (2012:52) writes that any guidelines for the establishment of 
performance management in public institutions need to overcome some of these conceptual 
difficulties, and also to meet the requirements of effectiveness and efficiency associated with the 
practical side of performance-management systems. This also provides a justification for the 
research. 
 
2.3.1. Performance Management  
Swanepoel, Erasmus and Schenk (2008:372) define performance management as a process that 
contributes to the effective management of individuals and teams, in order to achieve high levels 
of organizational performance. Swanepoel et al. (2008:372) further state that performance 
management can be regarded as a none-time-specific ongoing endeavour that involves the 
planning, managing, reviewing and development of individual and group performance. 
Performance management was introduced to public administration for various reasons. These 
were: to provide information on organizational and or employee effectiveness, to improve 
organizational and/or employee effectiveness, to provide information on organizational and/or 
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employee efficiency, to improve organizational and/or employee efficiency, to improve 
employee levels of motivation, to link employees’  pay with a perception of their performance, to 
raise the levels of accountability, and to align employees’ objectives with those of the 
organization as a whole(Kim, 2011:02). 
Weightman (in Wilson and Western 2000:384) suggested the following stages of performance 
management:  
 Job descriptions are written, agreed upon, and reviewed regularly. 
 Objectives for the work group are taken from the organization’s strategic objectives.  
 Individual objectives are derived, in turn, from the workgroup’s objectives, and jointly 
formulated between the appraiser and the appraisee.  
 A development plan must be devised by the manager and the individual – to meet 
personal objectives, the emphasis being on management support and coaching.  
 An assessment of the objectives, together with ongoing formal reviews on a regular basis.  
 Annual assessments that affect rewards.   
Performance management is a holistic process of people management, in which the primary 
objective is the establishment of a culture where individuals and groups take responsibility for 
the achievement of high levels of organizational performance through enhancement and full 
utilization of their own skills, behaviour and contributions (http://ukzn.ac.za/integrated-talent-
management/PM/watisPM.aspx.).  
 
Public administration reform is increasingly guided by performance-based rankings, as a means 
of improving the efficiency and value-for-money in public service delivery (Dai, 2007:11). 
Reform implies that performance-management systems are in place, to secure a higher degree of 
service delivery in terms of effectiveness, efficiency, economy and appropriateness, where 
previously the approach to results was laissez faire. Now performance mechanisms measure 
actual outcomes against the resources used (Visser and Erasmus, 2002:11). Minnaar (2006:177) 
concurs that performance management provides the management with applications, in order to 
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enable the institutions to arrange their structures, organizational set-up, institutional systems and 
management process around the strategic direction determined during the strategic planning 
phase of the integrated process.  
 
Performance has now become a very popular word within any discussion of public management 
within the OECD; the term is used to indicate that the measurement of results (outputs and 
outcomes) and the development of incentives for individuals and agencies have in some way 
been brought together. The South African public sector has gradually introduced a 
comprehensive performance system, since the publication of the Presidential Review 
Commission’s report to former president Nelson Mandela in 1998 – as its micro-management 
framework (Minnaar, 2006:177).  
 
Delaney and Huselid (1996:469) stated that in recent years, the United States companies have 
been urged to adopt a variety of performance-enhancing or progressive human-resource-
management practices to improve their competiveness in the global marketplace. This suggests 
that an intelligent organization must maintain and place a key strategic emphasis on human 
resources policies, in order to win the commitment of its people (Dransfield (2000:38). Fauth, 
Bevan and Mills (2009: 01) have stated that it is increasingly acknowledged that employee 
performance is a multi-dimensional construct, consisting of distinct sets of behaviours that 
together influence overall organizational functioning.  
  
Lin and Lee (2011:92-93) currently suggest three overall functions of performance management. 
These are as follows:  
a) Performance management is a type of control programme: This programme includes 
three steps: goals establishment, performance measurement and error corrections.  
b) Performance management is a process of political communication: government 
organization’s performance management in democratic countries actually involves a 
series of revolutionary processes of political communication. The administrative leaders 
elected by the people, as the sole persons establishing policy goals and objectives, may 
employ performance management to strengthen the political control of civil service 
systems.  
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c) Performance management has the function of leadership: in recent years, performance 
management movement has integrated various government innovation ideas. It now 
promotes the idea that governments should swap their role to that of a navigator who 
leads to results-oriented performance-type government and customer-oriented service- 
type government.  
 
2.3.2. Performance planning 
Performance plans are usually prepared at the beginning of the annual review period, or when the 
employee first starts the job (Mackay, 2009). In the Eastern Cape Department the process runs 
concurrently with the financial year. This is 1 April until 31 March of the following year (The 
province of the Eastern Cape Administration: Performance and Development Manual (2006:04). 
In support of the argument, Trivedi (1994:05) states that performance is evaluated at the end of 
the fiscal year against the particular targets for output and impact.  
 
Laegreid (in Ketelaar, Manning and Turkish, 2007:22) argues that, for senior staff, performance 
measures and targets are often used within agreements that are structured as contracts or quasi- 
contracts. This means that more traditional unspoken and “soft” notions of trust and 
collaboration among the actors involved are supplanted by “harder” concrete, formalized and 
targeted specifications linked to definite incentives (Ketelaar, Manning and Turkish, 2007:22).    
Effectively managing and planning for performance is essential if the team is to achieve its goals 
and contribute to the organization (http://education.gld.gov.au/staff/development/pdfs).   
 
Boyne (2001:74) argues that planning supposedly brings logic, unity and synergy to decision- 
making – all of which are believed to stimulate superior performance.  
 
Boyne (2001: 75-76) has highlighted the different aspects of planning, as follows:  
 Formality: The extent to which objectives are stated explicitly and strategies are 
expressed in a written document. Formality also implies that the procedures used are 
prescribed ones.  
 Completeness: Whether all the stages of the planning cycle have been undertaken.  
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 Intensity: The level of resources committed to each stage of the planning cycle. The costs 
of planning are very tangible and often sizeable, particularly if top management is 
providing the improvement and support required by an active planning process.  
  Quality: Whether each stage of planning has been taken, according to a satisfactory 
standard. 
 Comprehensiveness: Are all the organizational functions included in the plan, or is the 
coverage selective? 
 Commitment: Is planning taken seriously by staff in the organization, or is it simply a 
remote ritual of concern to the planners alone?  
 Implementation: The extent to which the plan is actually put into practice. Two 
Organisations may have the same plan, but differences in the implementation thereof 
could lead to very different results. 
 Flexibility: The extent to which plans are revised regularly and adapted to reflect new 
circumstances – rather than to be set in stone for the whole period.  
 
One of the most common complaints from employees is that they lack clear direction, and do not 
know how their roles fit into the bigger picture (Simoneaux and Stroud, 2012:74).   
Current strategic management literature suggests that there should be a strong linkage between 
strategic plans and performance measures. The linkage between strategy and performance is the 
cornerstone of the Kaplan and Norton balanced scorecard. Among the conceptual frameworks 
employed for measuring organizational performance, the Balanced Scorecard, developed for 
industry by Kaplan Norton, has steadily gained momentum as a popular strategic management 
tool in the health sector (Anbrasi, Kumar, Kakar, Salehi, Burnharm and Peters, 2011:02).  
 
Designing the individualized balanced scorecard for an organization and deciding what metrics 
to use, starts off with a clarification of the organization’s strategy by top management, and then 
linking it to the vision (Swanepoel et al. (2008:391). Anbrasi et al. (2011:02) further state that in 
comparison with the traditional performance metrics that measure health outcomes, the balanced 
scorecard offers an integrated measurement and management system that links the mission and 
the policy of the organization through the strategic mapping of multiple-performance domains, 
thereby facilitating benchmarking and fostering a culture of accountability.   
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A balanced scorecard provides a tool for organizing strategic objectives, internal processes and a 
learning-and-growth perspective (Banker, Chang and Pizzini, 2004:01).  Banker et al. (2004:01) 
further state that the balanced scorecard is expected to help managers in their understanding of 
cross-sectional relationships that ultimately lead to improved problem-solving and decision- 
making.  
 
The logic of the New Public Management movements performance is a more result-oriented 
system of control and accountability with its public bodies (Delarue and Spanhove, 2011:07). 
Poister (2010:246) contends that the purpose of planning is to protect and promote the public 
interests; and one should endeavour to weigh all the relevant facts, but also to use one’s 
disciplined imagination.  Delarue and Spanhove (2011:03) concur that the impact the public 
sector organisations have on people’s lives and the economy in general is immense; and 
therefore, there is a greater need for these types of organisations to be accountable to the public 
“as customers”, and as citizens.   
 
Boyne (2001:73), however, argues that although the theoretical costs and benefits of rational 
planning have been widely debated in the public administration literature, no systematic 
empirical research on the impact of planning on the performance of public organisations has 
been conducted.  
 
2.3.3. Performance mentoring , Development and control   
The monitoring involves data recording, analysis, reporting and information storage. The 
outcome of monitoring should be a set of corrective actions at the operational level (Gumbi, 
2010:01). Performance auditing has for some time already been applied in the public sector, 
where corruption and fraud occur, while financial resources decline and erode the tax base 
(Visser and Erasmus, 2002:251). In support of Visser and Erasmus argument, Hudson et al. (in 
Dean and Kiu, 2002: 396) state that performance measurement and monitoring are high on the 
agenda of managers worldwide. Theil and Leeuw (2002:269) also agree that the increased 
attention to performance assessment in the public sector coincides with the rise of administration 
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reform, economic decline and increased international competition triggered by such reforms in 
many western nations.  
 
How do resource decisions influence organizational performance? In the simplest terms, they 
must either improve efficiency, or contribute to the revenue growth (Becker and Gerhart, 
1996:780).  
 
According to Petrakaki, Hayes and Introna (2009:164), performance monitoring is in the public 
sector to ensure that certain performance standards are met in relation to governmental inputs 
and outputs. Performance monitoring, often based on the use of performance indicators, has 
become a central aspect of the work of government departments in South Africa (Bruce, 
2011:04).  Performance indicators are measurable factors of extreme importance to any 
organization in achieving its strategic goals, objectives, vision and values (Greeta: 2003:05). In 
contrast to the above view, Petrakaki, Hayes and Introna (2009:164) urge that in spite of these 
seemingly obvious advantages, there are several outcomes with which authors have concerns 
with regard to the effects of performance monitoring in the public sector. These concerns relate 
to the fact that many commentators claim that performance monitoring has shifted governmental 
interest from the formation of policy based on the public interest – to the formation of policy 
based on numbers and statistical calculations.    
 
To ensure that adequate monitoring occurs, employees need to be capacitated with both hard and 
soft skills. This further requires that the skills of the assessors or evaluators are enhanced to 
ensure that what gets measured is that which has, in fact, been done. This means that managers 
need to manage knowledge resources effectively, and to increase the performance and 
competitive position of the firm via decisions regarding human capital, and also to communicate 
the performance, position and potential of the firm externally to the shareholders and the 
investment community (Massingham, Nguyen and Massingham, 2011:46). 
 
During monitoring, the training and development needs of employees are identified, where the 
manager and employees devise a performance-improvement plan. Wilson and Western (2000:93) 
suggest that for those involved with resource development, the performance appraisal interview 
24 
 
is widely regarded as one of the main instruments for identifying training and developmental 
needs at the individual level. The field of employee learning and development has also been 
evolving from the traditional instructor-led approach to a learner-centered systemic approach that 
focuses on learning and development to improve individual, team and organizational 
performance (Li, 2011:01).  
 
All the above suggest that performance monitoring is an audit tool that ensures the management 
of maladministration practices, such as corruption. Performance monitoring has also been 
reinforced by the new public administration reforms.  
 
  Performance appraisal is most valuable when it is used to encourage developmental growth 
within a particular position (Li, 2011:01).  
 
2.3.4. Performance appraisal or performance measurement   
Performance measurement is a topic, which is often discussed, but rarely defined. Literally, it is 
a process of quantifying action where measurement is the process of quantification, and action 
that leads to performance (Neely, Gregory and Platts; 1995:80).  Swanepoel et al. (2008:372) 
agree that while performance appraisal systems are often no more than a system of measurement, 
the concept of performance  management signifies an attempt to entrench performance appraisal 
as a legitimate and integral part of  a manager’s job of getting subordinates effectively to achieve 
the results and the goals expected of them.  
 
Taylor (2009:855) further argues that performance-measurements systems are established based 
on the assumption that humans can use the information to make better decisions. To facilitate the 
execution of the performance-management system, an organization needs a performance 
dashboard. This renders the results visible for the management of employees (Delarue and 
Spanhove, 201: 03). Franco, Santos, Kennerley, Micheli, Martinez, Mason, Marr, Gray and 
Neely (2007:04) maintain that a performance-measurement system is an information system that 
supports managers in the performance management process – mainly by fulfilling two primary 
functions:  
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 The first one consists of enabling and structuring communication between all the 
organizational units (individuals, teams, processes, functions etc.) involved in the process 
of target setting. 
 
 The second is that of collecting , processing and delivering information on the 
performance of people’s activities, processes , products, and business units etc. 
 
 
Kloot and Martin (2000:232) further argue that traditional performance-measurement systems 
have been concentrated on the development of indicators largely relating to economy (inputs) 
and efficiency (costs) – to the limited ability to measure effectiveness or outcomes in public 
organizations.  Theil and Leeuw (2002:29) concur that approximately 20 years after the first 
reforms were initiated; it has now become clear that performance assessment in the public sector 
is not without problems or unintended consequences; this has resulted in a strong increase in the 
number of regulators and auditors.  Examining the reasons for introducing performance 
measurement as a regulator activity at government level, Halochmi (in Delarue, and Spinhove 
2011:02), suggests the existence of major undercurrents, which are the push to establish greater 
or better accountability and the drive to improve performance or productivity. 
 
A quality measurement system for performance goals is similar to any other system an 
organization might use to measure sales, productivity or other activities. These four components 
are: the goal, the interval, activities and sharing the results (Moglia, 1997:01). Neely, Bourne and 
Kennerley (2000:1126) further suggested the characteristics of a performance-measurement 
system as follows:  
 An external monitoring system, which continuously monitors developments and changes 
in the internal environment. 
 An internal monitoring system continuously monitors developments and changes in the 
internal environment, and raises warnings and action signals when certain performance 
limits and thresholds are reached.   
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 A review system, which uses the information provided by internal and external monitors 
and the objectives and priorities set by higher level systems to decide on internal 
objectives and priorities.  
 An internal deployment system can be used to revise the objectives and priorities to 
critical parts of the system.  
 
Furthermore, a wide range of criteria have also been developed, indicating the attributes of 
effective performance measures and measurement systems; these include the need for measures 
and measurement systems to relate directly to the organization’s mission and objectives, to 
reflect the company’s external competitive environment, to meet customer requirements and 
internal objectives (Kennerley and Neely , 2002:1224). Bourne, Mills, Wilcox, Neely and Platts 
(2000:754) all suggest that a performance-measurement system requires developing and 
reviewing at a number of different levels, as the situation changes.  
 
Although performance measurement as a management tool has a long history dating back to the 
1800s, it is primarily in the last two decades that public-sector-performance management has 
shifted to an explicit focus on measuring outcomes and rewarding results (Heinrich, 2003:01). 
Organizations throughout the world, regardless of whether they are large or small, public or 
private, service or manufacturing, use performance appraisal with varying degrees of success, as 
a tool to achieve a variety of resource objectives (Kumar, 2005:01). At the heart of the processes, 
the frameworks and the criteria discussed, is much that has been written on the subject of 
performance measurement.  
 
This is the premise that measures and measurement systems must reflect the context in which 
they are applied (Kennerley and Neely, 2002:1224). Wilson and Western (2000: 384) state that 
performance appraisal can be used for numerous purposes, including rewards, discipline, 
coaching, counseling, negotiating improvements in performance, raising morale, clarifying 
expectations, identifying development opportunities  and reinforcing management control. The 
performance appraisal system is not without its faults or shortcomings.Kumar (2005:03) 
highlights some of the rating errors that might be encountered when evaluating employees, as 
follows: 
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 Halo effect: This error occurs when the rator perceives one factor as having paramount 
importance, and subsequently gives a good rating to an employee, based on this one 
factor. 
 Horns effect: This is the exact opposite of the halo effect, whereby the appraiser gives an 
unfavourable to overall job performance – essentially because the appraisee has 
performed poorly in one particular aspect of the job, which the appraiser considers all 
important.     
 Central tendency: This occurs when the rater avoids using high or low-scores ratings and 
assigns simple average ratings.  
 Standards of evaluation: Problems with evaluation standards can arise because of 
perceptual differences in the meaning of words used to evaluate employees. Thus good, 
satisfactory and excellent may mean different things to different raters. 
 Leniency effect: The giving of undeservedly high ratings is referred to as leniency.  
 Strictness: Being unduly critical of an employee’s work performance is referred to as 
strictness. Some managers apply an evaluation more rigorously than the company’s 
standards.    
 Contrast effect: This occurs when another employee’s performance influence the ratings 
that are given to someone else , for example, when the performance of an average 
employee is evaluated immediately after the performance of an outstanding employee. 
The rater might end up rating the average person as ‘below average, or poor”. 
 Similar-to-me error: This error reflects a tendency on the part of raters to judge 
employees more favourably if they are perceived as being similar to them.      
 Personal bias: Consciously or unconsciously, a rater may systematically rate certain 
employees lower or higher than others on the basis of race, origin, gender, and age or 
other factors.  
 Recency effect: This error occurs when a rater overemphasizes the most recent behaviour. 
 Relationship effect: Employees in high-quality trusting relationships with supervisors 
receive higher ratings, regardless of how long they have worked for the supervisor.  
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The implementation of a performance-measurement system will depend on the leadership 
quality, planning, specialised training, supplier management, process management and 
continuous improvement and learning (Chang, 2006:767).  
 
2.4.   PERFORMANCE MANAGEMENT IN PUBLIC ORGANIZATIONS: A 
THEORETICAL PERSPECTIVE 
The facts in a research study are dependent on that theory for organization, which implies a 
theoretical concept that organizes the study (Asmah-Andoh, 2012:26). Theories, therefore, 
presume frameworks, within which the researcher organizes, collects and analyzes the research 
data. The problem for this research is studied from a Public-Administrative perspective. An 
analysis of the title will show that it deals with Public Administrative concepts of “performance 
management”. In Public Administration, “performance management” relates to all the 
administrative functions, and it is used to evaluate the functioning of institutions and the delivery 
of services, according to how efficiently and effectively it is provided, or performed, and how 
well they reflect citizen preferences (Heineman, 1997: 35). Within this framework and the title of 
this study, the literature review will be examined by looking at the following theories in Public 
Administration. 
  
2.4.1. The classical theory  
The classical theory takes efficiency as the objective, and it views administration basically with 
the division of work and the specialization of function. Various authors have over time expressed 
the view that administration consists of specific functions aimed at goal realization. Gulick, for 
example designates the work of chief officials, as being concerned with POSDCORB that is 
planning, organizing, staffing, directing, co-ordination, reporting and budgeting (Cutchin, 1981: 
76). In South Africa Cloete (1986: 1-2), contends that administration consists of specific 
functions, namely-policy making, organizing, personnel provision and utilization, financing, 
determining work methods and procedures and exercising control.  
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Hanekom and Thornhill (1993:86) write that these generic functions provides a framework 
within which to:  
 Explain the administrative functions of officials in supervisory posts; 
 It enables the theorist to arrange the information on public administration in an orderly 
manner; and provides satisfactory explanations of the nature and extent of each function. 
The utilisation of performance-management systems by governmental institutions in the 
Province of the Eastern Cape, is thus to enhance the traditional instrumentalities of effectiveness 
and efficiency in the performance of public functions (Asmah-Andoh, 2012:29).  
Alajloni, Alamshaqba and Al-Qeed (2010:61-62) contend that classical theories see 
organizations as mechanical devices to achieve the organization’s goals and objectives. The era 
of classical theories of organizations covers the period from 1900 to mid-1993s. In this category, 
the management theory comprise the works of Max Weber’s bureaucratic theory, and Henri 
Fayol’s administrative theory. According to Olum (2004:14) Weber Developed a set of 
principles for an ideal bureaucracy, as follows: fixed and official jurisdictional areas, a firmly 
ordered hierarchy of super and subordination management, based on the written record and that 
management of a given organization follows stable, knowable rules. The approach 
depersonalizes employees and ignores the humanistic aspect of employees. Within the classical 
theories are to be found the works of Henri Fayol, who propagated the administrative theory that 
mainly focused on management at a more granular level (Olum, 2004:14).  
Olum (2004:17) further claims that Fayol believed that management had five principal roles. 
These are: forecasting and planning, organizing, commanding, coordinating and controlling. 
These roles of management are still practised – even today in management and leadership.  
 Alajloni et al(2010:61-62) further contends that classical theory is based on the following three 
assumptions:  
o The relationships between employees and management may be defined by means of 
formal structured communication processes, defined tasks, defined accountability and 
formalized procedures and practices – to avoid any conflict in their relationship. 
o Workers have been treated as economic men, who can be motivated by means of 
money only. 
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o The third assumption is that the workers have been considered as a means of 
production or a mere cog in the wheel.    
 
In contemporary South Africa, as part of the means to find more effective and efficient ways of 
enhancing service provision, the use of these techniques is captured in legislation and policy 
documents, such as the White Paper on Transforming the Public Service (Batho Pele) 1997. In 
the study, the systems theory will be used to assess the utilisation of performance management in 
the Joe Gqabi Health District. 
Various theories can be used in the study of performance management in the public service. 
Smit, Cronje, Brevis and Vrba (2007:30) classified the theories of management into two: 
classical theories and contemporary approaches. In this study, the systems theory and the New 
public Management will form the basis of analyzing the implementation of performance 
management in Joe Gqabi Health District.  
 
2.4.2. The systems theory  
The systems theory (Dye, 1984:40) can be used to evaluate performance management for the 
rendering of services and management improvement. A system can be thought of as an organized 
whole made up of parts, which are connected and directed to some purpose (Terry, 1977:27).  
Systems are thus basic to human activities. The systems theory has essential phases or 
components, and it takes place in a specific environment. Each system has an input, processes, 
and an output. (Dye, 1984:41). However, Meiring (2001:84) refers also to the impact as being a 
fourth phase.   
 
A system may be described as a complex of integrating components, together with a relationship 
among them that permits the identification of a boundary-maintaining entity or process (Jordan, 
1998:02).  
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General systems theory was originally proposed by biologist Von Bertalanffy in 1928 
(Rennekamp 1999:01).  Rennekamp (1999:01) further argues that since Descartes, the scientific 
method had progressed under two related assumptions, which are:  
 A system should be broken down into individual components, so that each component could 
be analyzed as an independent entity;  
 And that components could be added in a linear fashion, in order to describe the totality of 
the system.  
  
Von Bertalanffy (in Rennekamp, 1990:01) argued that both assumptions were wrong; and on the 
contrary, a system is characterized by the interactions of its components and the non-linearity of 
those interactions. Skyttner (1996:17) concurs that a system is a set up of interacting units, or 
elements that form an integrated whole, a whole that is intended to perform some function. A 
General Systems Theory is concerned with developing a systematic framework of 
interrelationships among the components of the natural and the man-made world (Weaver, 
2002:17).  
 
This suggests that a system theory is concerned with the interaction of components; while an 
organization is composed  of those components needed, to give effect to the functioning of the 
whole. In support of the argument Coetzee (2009:14), posits that many scientific disciplines, 
irrespective of whether the object of their study is represented by the inanimate objects, living 
organisms or social phenomena, that have recently recognized the need to look at phenomena as 
a whole, and not merely as a sum of the various parts.  Ackoff (in Skyttner (1996:17) suggests 
that a system should satisfy the following characteristics: 
 The behaviour of each element  has a specific effect on the behaviour of the whole;  
 The behaviour of the elements and their effect are interdependent, by and large;  
 However, subgroups of the elements have an effect on the behaviour of the whole, but none 
has an independent effect on it.  
Undoubtedly, among the most popular and scientific models in policy analysis, the Systems 
Theory approach to policy-making offers a conception to public policy, as the response of a 
political system to forces brought to bear upon it from the environment (Ababio, 2005:329). The 
Systems Theory approaches the chosen field of study or problem from the point of view of 
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understanding humans and their environment, as being part of interacting systems (Coetzee; 
2009:14).  
 
Coetzee further states that within a system, there is a specific feedback mechanism, inputs 
(stimuli) into the system are conveyed via a receptor and control apparatus to an effector. In 
reaction to the input received, an effector becomes a monitor response. Coetzee illustrated the 
concept diagrammatically, as follows: 
 
 
 
 
 
 
   
 
    FEEDBACK MECHANISM  
Figure 2.2.: Extrinsic feedback model 
Source: The development, Implementation and Transformation of Disaster Management; Coetzee, 2009:25 
 
The above suggests that a system has an input mechanism and a feedback mechanism – to update 
its relevance to the end-user. A feedback mechanism provides a formal evaluation to check the 
relevance of the system; and this can be either formative or summative. To be effective and 
efficient, a system needs a feedback mechanism that can ascertain whether the outputs of the 
system are what they should be; if not, a system should have the ability to adjust its inputs or 
process to improve the outputs (http://www.cs.unb.ca/fritz/cs3503/system).  
 
A feedback mechanism in an information system may be automated, or it may be manual.  The 
research aims at establishing the effectiveness of policy in addressing performance-management-
related issues.  
 
An organization has control and can alter the internal environment; but it has to adjust to, and 
accommodate the external environment. The internal environment relates mainly to the structure, 
  EXTERNAL ENVIRONMENT  
 
SYSTEM  
 
OUTPUT 
 
INPUT 
33 
 
culture and management systems of the organization; whereas, the external environment relates 
to the policy environment in which the organization operates (Martnez, 2001:15). This idea is 
supported by Amagoh (2008:01), who argues that the systems concept views organizations as 
constantly interacting with their environment, where the organizational environment is a set of 
relationships between the agents or stakeholders, and other factors that may be beyond the 
control of the organization.  
 
Laegried, Roness and Rubecksen (2005:07) further stated that performance-management systems 
are embedded in a political-administrative context, where any decisions taken and their practical 
implementation stem from a complex combination of environmental, cultural traditions and 
diverse, organization-based interests. Policies designed to improve individual and organizational 
performance are heavily influenced by the political environment and the culture of organization. 
It is, therefore, imperative that the crafters and stakeholders in these policies have a sensitive 
radar system, in order to be on a par with the developments in their environment. 
  
2.4.3.  New Public Management    
Broadly speaking, New Public Management refers to the distinctive themes, styles and patterns 
of public service management that have come to the fore within the past two decades (Steven and 
Boonayak, 2001:487). When the New Public Management reforms were introduced in various 
countries, one central element was the balance between political control and institutional and 
professional autonomy in the development of the New Public Management systems (Hood, 1995, 
93).  In South Africa, robust debates on New Public Management emerged in the early 1980s. 
Authors, such as Wessels and Pauw (1999:344) suggested that in South Africa, since the 1980s, 
there have been two debates. Firstly, there is the school of thought that adheres to the traditional 
approach; and secondly, there is the school of thought striving to introduce innovative and new 
content into the academic efforts and actions of public administration.  
 
In support of this latter view Martinez (2001:04), posits that the term performance-management 
was first used in the 1970s; however, it did not become a recognized process until the latter half 
of the 1980s. Concurrent to these developments, the healthcare reform has been a global 
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phenomenon, ever since the early 1980s, with a major focus on managerial restructuring to 
produce a more responsive and efficient system (Liang and Howard, 2007:393).  
 
This suggests that the health care industry has been influenced by the New Public Management 
movement since the early 80s, and that the term performance emerged with the new paradigm 
shift towards New Public Management. Gantam (2008:05) argues that in some developing 
countries, the New Public Management-oriented administrative reforms could also be observed 
in some developing countries from 1990 onwards; and these reforms include the devolution of 
authority from central government to semi-autonomous agencies. 
 
The contemporary theories in public administration, such as the New Public Management 
suggest a move towards a business style of public management. Pilot and Bouckact (2004) argue 
that the doctrinal components of the New Public Administration consist, among others, of a 
move towards measurable (or at least checkable) standards for public organizations. These 
doctrinal components are more prominent in the business environment. The Organization for 
Economic Co-operation and Development (OECD) has listed a group of managerial features in 
its New Public Management model of reform, as: developing authority, providing flexibility, 
ensuring performance, control and accountability, optimizing information technology, 
developing competition and choice, improving the quality of regulation, improving the 
management of human resources and providing responsive services (Gantam, 2008:03).  
 
The New Public Management also  emphasizes accountability, whereby government must be 
held answerable to the public – thereby ensuring the best interests of all citizens; and according 
to the accepted conventions or legally prescribed process, has now evolved to become an 
enduring and fundamental principle of the Westminster system in modern liberal democracies 
(Funell, in Dahanayake, 2008:33). A review of the performance-measurement literature and 
legislation reveals that accountability and performance improvement appear to be 
interchangeable purposes, and the expected benefits from the introduction of performance 
measurement as a regulatory activity in public entities (Torres et al., 2011:1082).   
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This is also evidenced in the South African Constitution, whereby section 195(1) (f) states 
clearly that public administration must be accountable to the people they serve. Hildebrand and 
McDavid (2011:42) state that the early 1990s saw a rapid change in public governance and 
management. Performance measurement for both accountability and management was the key 
theme of this movement.  
 
Performance management can also be expected to increase accountability, because clear and 
explicit managerial targets combined with managerial autonomy and incentives to perform, make 
it easier to establish the basis for managerial accountability (http//:www.uneca.org). Taylor 
(2009:853) concurs that no new idea in performance measurement and reporting has been 
embraced by governments under the New Public Management movement to deal with issues 
relating to accountability, efficiency and effectiveness in the public sector.   
 
Hood (1995: 23-24), argues for the New Public Management – that its approaches have been 
more influential, that they contain attractive packaged sets of administrative proverbs, and that 
they satisfy most of the following six requirements:  
 They pick up the felt mood of the time. The New Public Management matched a desire ‘to 
jack up’ the public sector and to cut costs. 
 The approaches use persuasive metaphors and build up on appealing and widespread 
“common-sense” ideas. New Public Management has stressed masterful management more 
than modest administration; and it has equated budget cutting with issues of fitness and 
losing weight.  
 It should be tested in general terms, which allow groups to interpret the package differently, 
and more in line with their concerns. The New Public Management appeals to both cost- 
cutters interested in financial performance and to quality raisers.  
 The approach promotes the private interests of some influential groups, while declaring that 
it serves the public good. New public Management schemes have given large rewards to top 
public officials, who have moved towards the private-type remuneration packages.  
 New public management has presented the inspirational stories of the bad old ways and the 
shining modern alternative. It has ignored cases in which it did not fit.  
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Other drivers of the New Public Management-type reforms include the ascendancy the neoliberal 
ideas from the 1970s, the development of information technology, and the use of intellectual 
management consultants and advisers on the reforms (Larbi, 1999:04).  Some of the factors that 
have led to the new public management reforms are further outlined by Larbi (2003:01-02), as 
follows: 
 Economic and fiscal pressures on governments: fiscal stress caused by massive public 
sector deficits, external trade imbalances and growing indebtedness, especially in 
developing countries, have been a major drive in public sector reform. 
 Public attitudes and increasing criticisms of the ineffectiveness and inefficiencies of 
delivering public services through bureaucratic organizational arrangement.  
 The resurgence of the new right politics in the late 70s and 80s that were pro-market and 
pro-private sector.  
 The influence by international management consultants, who often act as advisers of 
reform to governments around the world.  
 In the case of most developing and transitional countries, an additional factor driving 
NPM-type reforms has been donor advocacy and the lending conditions of international 
financial institutions, notably the IMF and the World Bank.  
 Some of the New Public Management executive agencies and management 
decentralization of public services have been facilitated by the development information 
technology that allows for indirect monitoring and the control of performance. 
 
Several theories, including the public choice theories and principal-agent theories have helped 
shape the New Public Management (Larbi: 2003:03). These theories have criticized the 
Webarian bureaucracy and the monopoly characteristics of the public service. It transpires that 
the development of the New Public Management was instigated by the weaknesses in the public 
management system, evidenced by the influence of the consultant, advisors and donors. 
 
2.4.4. Public Management Reforms and Performance Management  
In the past 30 years, performance management has become an important aspect of attempts to 
enhance efficiency, effectiveness and the accountability of public organizations (Ohemeng, 
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2011:467). Van Dijk and Thornhill (2003:461) argue that managers, therefore, need to align the 
potential of their employees with organizational strategies and policies.  
An individual contribution to the performance of an organization is of the outmost importance; a 
clear example of an individual’s contribution to the performance of a public sector organization 
comes from the United Kingdom, where public sector agreements are used to set objectives for 
departments and other public sector institutions (Dai, 2007:01). The United Kingdom approach is 
quite the opposite of the South African system, where the system of performance management is 
usually a top-down approach, with individual employees having to achieve already established 
objectives by respective departments.  
When discussing the relevance of performance management in public administration, it is 
important to analyze the developmental history in public administration that has led to the 
inclusion of performance management in public organizations.  
Wang and GU (2002:20) have analyzed public administration; and they have classified it into 
three, as follows:  
 Machiavelli-Hobbies paradigm, reign administration and experience management.  
The objective of administration of this time was to sustain the dominance of the minority over 
the majority, where power was sustained through force. The monarch viewed his subordinates as 
villains who would show their evil natures, as much as they could. The monarch had to be as 
aggressive as a lion, and possess the cunning of a fox. Niccolo Machiavelli and Thomas Hobbes 
became names synonymous with this paradigm, as they propagated the notion of autocracy.  
 The Wilson-Weber Paradigm, Managerial administration and institutionalized management.  
This was the result of the victory of the Bourgeoisie revolution and the foundation of the 
capitalist state. Democratic principles emerged. The organizational structure throughout the 
entire society was bureaucratic. The bureaucratic power structure was based on the separation of 
politics, which remains the source of power, and the administration which equates to the use of 
power. 
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 The Ostrom-Hayek Paradigm, Democratic administration and decentralization management  
After more than one hundred years of development, the bureaucratic and managerial 
administration throughout the western world began to gradually show side-effects, such as the 
government scale expansion, managerial rigidity, officalism and formalism. People were 
becoming slaves of the institutions. Government subsequently launched a series of reforms. In 
1989, Vincent Ostrom provided a theoretical basis for fundamental and meaningful reform, 
which became known as the New Public Management Movement.  
Smit, Cronje, Brevis and Vrba (2007:30) classify the theories of management into two 
categories: classical theories and contemporary approaches. The contemporary approaches, such 
as the New Public Management theories have been discussed. It is also important to expatiate on 
the classical theories, in order to understand their relevance to performance management. 
 
2.5. CONCLUSION  
A contextual background of the Eastern Cape performance management policy has been 
provided through the analysis of the South African legislative framework of performance 
management. A conceptual exposition of performance management, performance planning, and 
performance mentoring, development, control, and performance measurement was also provided. 
The role of performance management in public organization was detailed, by using a Systems 
Theory and the New Performance-Management Theory. Reforms in public management were 
also presented. The impact of performance management policies in individual and organizational 
performance were also detailed in this study. 
 
Empirical evidence has suggested that the Eastern Cape performance-management policy and the 
system are both line with those of other international experiences.  
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CHAPTER 3 
 
 RESEARCH METHODOLOGY  
 
3.1.  INTRODUCTION 
Research methodology refers to the methods, techniques and procedures that are employed in the 
process of implementing the research design or plan (Babbie and Mouton, 2001:104).  
This chapter presents the research methodologies employed in attempting to answer the research 
questions, as stated in Chapter One. This chapter outlines the research design, the approach, the 
sampling procedure, and the data-collection methods that were utilized in attempting to answer 
the research question. It further provides an analytical conclusion to the discussions.  
 
3.2. RESEARCH DESIGN 
Babbie and Mouton (2001:74) define research design as a plan or blueprint for how the 
researcher intends conducting the research. The research design depicts elements of the research 
methodology, their interrelationships, the data collection, and the data analysis – to ensure that 
the final report answers the research questions. Kumar (2005:20) supports both definitions, in 
that a research design is a plan, structure and a strategy of investigation conceived as to obtain 
answers to the research questions or problems.  Maxwell (2005:02) suggests that a good design is 
the one in which the components work together to promote efficient and successful functioning. 
Kumar (2005:20) argues that a research design is there to fulfil the following functions:  
 Conceptualize an operational plan to undertake the various procedures and tasks required 
to complete the study. 
 Ensure that the procedures are adequate to obtain valid objective and accurate answers to 
the research question(s).  
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This research was empirical, as it utilized both the primary data gathered through the 
questionnaires, as well as the secondary data obtained through the analysis of past research 
articles and books.  
 
The research was both descriptive and explanatory, as it described the implementation of a 
performance-management policy in public hospitals in the Joe Gqabi Health District. It has also 
sought to explain the reasons behind the challenges encountered.  
 
3.3. RESEARCH APPROACH 
Kothari (2004:05) states that there are two basic approaches to research. These are the qualitative 
and the quantitative approaches. Babbie and Mouton (2001:53) state that the qualitative approach 
refers to generic research in social research where the research takes its point of departure is 
from an insider perspective on social action. The goal of qualitative research may be defined as 
describing and understanding, rather than explaining or predicting human behavior (Babbie and 
Mouton, 2001: 53).  
Both methods were used, in order to elicit the required responses from the participants. Newman 
and Benz (1998: VI) claim that the qualitative and quantitative approaches are neither mutually 
exclusive, nor interchangeable. Creswell (2003:04) concurs that the situation today is less 
quantitative versus qualitative, but more on how the research practices fall on the continuum 
between the two.  Qualitative methods were employed to describe the actions of the research 
participants. Quantitative methods were utilized wherever quantities or figures were required. It 
is important to expatiate on both the qualitative and quantitative approaches. 
 
3.3.1. Qualitative approach  
Qualitative research refers to the meanings concepts, definitions, characteristics, metaphors, 
symbols and descriptions of things (Tewksbury, 2009:39).  Babbie and Mouton (2001:270) state 
that qualitative studies will typically use qualitative methods for gaining access to the subjects 
and qualitative methods of data analysis. In support of both arguments, Burns and Grove (in Van 
Rooyen, Frood and Ricks 2012: 02) argue that qualitative research is the systematic and 
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subjective approach used to describe life experiences, and to give them significance. Babbie and 
Mouton (2001: 270) further state that qualitative research distinguishes itself from quantitative 
research in terms of the following features:  
 Research is conducted in the natural setting of the social actors;  
 The focus is on the process rather than on the outcome;  
 The actor’s perspective (the “insider” or emic view) is emphasized. The primary aim is 
in-depth (“thick”) descriptions and an understanding of the actions and events. 
 The main concern is to understand social action in terms of its specific context, rather 
than attempting to generalize to some hypothetical population;  
 The reach process is often inductive in its approach, resulting in the generation of new 
hypotheses and theories;  
 The qualitative researcher is seen as the main instrument in the process. 
  
3.3.2. Quantitative approaches  
In the social sciences, quantitative research refers to the systematic empirical investigation of 
social phenomena via statistical, mathematical or computational techniques 
(http//en.wikipedia.org/quantitative_research). In quantitative research, one’s aim is to determine 
the relationship between one thing (an independent variable – a dependent or outcome variable) 
and another in the study population (Hopkins, 2000:01). This suggests that quantitative research 
is about quantifying the relationships between two variables. Tewksbury (2009:39) argues that 
the focus of quantitative research is on using specific definitions, and then carefully 
operationalizing what the particular concepts and variables mean. Babbie and Mouton (2001:49) 
further argue that quantitative research has the following themes:  
 The emphasis is on the quantification of the constructs;  
 A related topic concerns the central role of variables in describing and analyzing human 
behaviour;  
 The central role is to control for any sources of error in the research process. 
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3.4.  RESEARCH POPULATION 
The research population for the study was purposively selected. In purposive sampling, the 
researcher actively selects the most productive sample to answer the research question (Marshall, 
1996:523).  The sample was selected because the candidates were considered to have some 
knowledge on the implementation of the performance-management policy. They had been 
appointed as committee members, because they occupy responsible positions, to ensure the 
implementation of the performance-management policy and other policies. The District has 
approximately 110 Moderating Committee members. Joe Gqabi Health District comprises eleven 
public hospitals that fall under three Local Service Areas: Maletswai, Senqu and Elundini. Each 
District Hospital has 10 Moderating Committee members representing various functional areas. 
Questionnaires were sent to all 110 Moderating Committee members comprising the Joe Gqabi 
Health District.  
 
Figure 3.1:Map of Joe Gqabi District Municipality (formerly known as UKhahlamba District Municipality) 
Source: District Profile: Eastern Cape UKhahlamba District Municipality (McCan, 2005:09) 
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3.5.  DATA-COLLECTION METHODS  
Discussing data-collection methods and purposes is an integral and intricate part of scientific 
conduct (Wingkvist and Erickson, 2011:02).   
The data-collection methods included analysis of the existing literature and questionnaires, 
which were mailed to the respondents.  The Survey method was chosen because of its cost 
effectiveness, and because the hospitals are far apart. Each of the distributed questionnaires was 
accompanied by a covering letter explaining the purpose of the survey, together with the contact 
information on the researcher. The use of surveys as a data-collection method is discussed below. 
This section further outlines the advantages and disadvantages of using mailed questionnaires as 
the data-collection method used in the study.  
 
3.5.1 The Survey 
Pinsonneault and Kraemer (1993:06) define a survey as a means of gathering information about 
the characteristics, actions or opinions of a large group of people, referred to as the population. A 
research survey, therefore, has specific characteristics that the authors outlined as follows:  
 The purpose of the survey is to produce quantitative descriptions of some aspects of the 
study population. 
 The main way of collecting information is by asking people structured and predefined 
questions.  
 Information is generally collected about only a fraction of the study population (sample); 
but it is collected in such a way, as to be able to generalize the findings to the population.  
 
Criticism has emerged from some social scientists, such as Gale (1994:02) that survey research 
methods provide only a “snapshot” of the situation at a certain point in time, yielding little 
information on the underlying meaning of the data.  To avoid superficiality, this study utilized 
both qualitative and quantitative methods in eliciting responses from the respondents. Gale 
(1994:03) later suggested that for a survey to succeed in elucidating casual relationships or even 
providing descriptive statistics, it must contain all the right questions asked in the right way. 
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3.5.1.1. Advantages of using mailed questionnaires  
Kanuk and Benson (1975:440) argueD that market researchers have long recognized the obvious 
advantages of mailed questionnaires; and they highlight them as follows:  
 They are relatively low in  cost;  
 There is geographical flexibility, as they can reach a widely dispersed sample 
simultaneously without the attendant problems of interview access or possible distortion 
of time lag.  
   Their relative or promised anonymity encourages respondents to freely divulge private,  
embarrassing, or socially undesirable information.  
 Mail questionnaires tend to be more valid than either telephonic or personal interviews, 
because they enable the respondents to check any information by verifying their records.  
 
3.5.1.2. Disadvantages of using mailed questionnaires 
Babbie and Mouton (2001:259) state that one of the main reasons is the difficulty for most 
people to return questionnaires. It is perceived as being too much trouble. Babbie and Mouton 
(2001: 263) further highlight the following problems in using surveys, and more specifically 
mailed questionnaires:  
 Standardized questionnaire items often represent the lowest common denominator in 
assessing people’s attitudes, orientation, circumstances and experiences. 
 Questionnaires may miss that which is  most commonly appropriate for all the  
respondents.  
 Surveys often appear superficial in their coverage of complex topics;  
 They can seldom deal with the context of social life;  
 The survey researcher rarely develops any feeling for the total life situation in which 
respondents are thinking and acting – to the same degree as the participant observer can.  
The advantages of the data-collection method have been utilized to the best advantage of the 
study; and the weaknesses of this method were carefully considered when selecting the data-
collection method.  
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3.6. DISTRIBUTION OF THE QUESTIONNAIRES 
The initial plan was to post or e-mail the questionnaires to the respective participants; however, 
due to time constraints, the questionnaires were distributed at strategic points, such as meetings 
where PMDS Moderating Committee Members usually gathered. The researcher also collected 
the questionnaires at the same strategic points.  
Out of 110 questionnaires distributed, 57 or 52.1%, only, were completed and returned. A study 
conducted by Baruch and Holtom (2008:1155) demonstrated that the studies conducted at the 
organizational level, seeking responses from the organizational representatives or top executives, 
can be expected to experience a significantly lower response rate. Baruch and Holtom 
(2008:1155) further suggested a benchmark response rate of around 50% for these studies. This 
argument is further supported by Barbie and Mouton (2001:261) who suggest that a response rate 
of 50% is regarded as being adequate for analysis and reporting, 60% as good, and 70% as very 
good.   
The researcher subsequently decided to proceed with the data analysis and the reporting. 
The low response rate can be attributed to the absence of moderating committees in some of the 
hospitals. Some hospitals, such as those provincially aided hospitals are small hospitals with 
moderating committee members of less than five (5). Questionnaires were also distributed at the 
time when the Department of Health was in the process of restructuring and re-aligning public 
service with numerous planning documents required from these managers; it is assumed that the 
managers had little time, since they were obliged to concentrate on other issues. 
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3.7.  CONCLUSION  
This chapter has outlined the research methodologies carried out in assessing the implementation 
challenges of the performance-management policy in public hospitals at Joe Gqabi District 
Municipality. The study used the qualitative approach in answering the research questions; 
however, quantitative research methods were also utilized, to elicit further response from the 
respondents. The study used surveys based on specifically mailed questionnaires, as the form of 
data collection. The advantages and disadvantages of this data-collection method were discussed 
in detail in this chapter.    
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CHAPTER 4 
 
DATA ANALYSIS AND INTERPRETATION 
 
4.1. INTRODUCTION 
The purpose of this chapter is to report on the empirical findings of the research that was 
conducted at the eleven public hospitals in the Joe Gqabi District Municipality. The research 
aims to investigate the implementation challenges of the performance-management policy in the 
public hospitals in the Joe Gqabi District Municipality. A total of 110 questionnaires were 
distributed to the eleven public hospitals in the Joe Gqabi District Municipality. The 
questionnaire was divided into four subsections, and the questions posed were designed to elicit 
responses to the research questions and to achieve the objectives of the research. The research 
questions focused on: 
 The extent to which the guidelines are adhered to in the implementation of performance 
management in the Joe Gqabi Health District.  
 The effects that the non-assessment of employee performance have on the determination 
of employees’ remuneration and their reward (if any) for outstanding performance. 
 The effect of non-assessment on staff morale. 
 The extent and impact of non-assessment on employee performance, monitoring and 
development.  
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4.2.  KEY AREAS OF THE QUESTIONNAIRE  
The four sections of the questionnaires were structured as follows:  
Section A of the questionnaire was used to gather data on the demographic details of the 
participants – in terms of age, the number of years in the hospital-moderating committee, 
the name of the hospital and the sub-district in which the hospital falls. Sections B and C 
were designed to assess the adherence to policy guidelines, and to evaluate the effects of 
performance assessment on the determination of remuneration and staff morale. These 
two sections were also utilized to determine the effects of non-assessment on rewarding 
outstanding performance, employee monitoring, and development. The analysis and the 
interpretation of the responses from the participants are provided below.  
 
4.2.1. Demographic details 
Age composition    
This area assisted the study in determining the age representation of the PMDS 
Committees, and to determine the experience and exposure to performance-management 
policy guidelines. This question was also aimed at establishing the participants duration 
of membership, and also to ascertain whether they were members of the committee in the 
years when this study was undertaken.  
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Figure: 4.1  Age compostion of the committee  
The above diagram indicates that the majority (58%) of the participants were in the age 
range 46-55 years, followed by 36-45 years (19%). The lowest number were found in the 
age group 18-25 years (4%) and 56-65years (9%). The above diagram also demonstrates 
the age composition of the supervisory and management group of these hospitals, as 
moderating committees are composed of supervisory and management categories. 
 
Figure 4.2. Graphic description of the number of years members have been on the 
committee 
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The research findings indicated that 66% of the participants had 0-5 years experience on 
the moderating committee, 6-10 years experience comprised 25 %, whilst 11-15 years  
only comprised 9%. These findings suggest that the majority of the hospitals started 
formulating PMDS moderating committees less than five years ago. This could 
alternatively suggest that the respondents joined public service or respective hospitals 
less than five years ago. Given the fact that Figure 4.1. demonstrates that the majority of 
the participants were between 46-55 years; it may be speculated that these hospital were 
not implementing the policy according to the guidelines, i.e. they did not have PMDS 
Moderating Committees more than five years ago.  
It is important to note that the Eastern Cape Department of Health started implementing 
performance-related pay (pay progession) only on 1 July 2003, thereby suggesting that 
the PMDS Moderating Committee meetings were first held in the 2002/2003 financial 
year. 
  
 
Figure : 4.3. Percentage of  hospital representation in the study 
The eleven public hospitals in Joe Gqabi District hospitals are presented in the above 
diagram. The non-return of questionnaires was from two hospitals: Aliwal North Hospital 
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and Jamestown Hospital. It is also important to note that four of these hospitals (Maclear, 
Jamestown, St. Francis and Lady Grey) were previously provincially aided.  
A provincially aided hospital is given a partial government subsidy to cover their 
operating and capital expenditure; the rest of their budget, they need to raise themselves 
(Cupido, 2011). These hospitals were governed by the community-elected Board of 
Directors. The process of provincialisation was initiated by the Province in 2010, 
meaning  that these  hospitals are now  fully funded by the Department of Health, and  
are  controlled by the  internal policies of the department.    
The above background is provided to highlight the fact these hospitals are still acquanting 
themselves with governemnt policies and procedures, and might still be operating under 
the previous policies. 
 
Figure:4.4.  Distribution per sub-district 
The table below demostrates hospitals that fall in each sub-district, and the percentage of 
the questionnaires returned to the researcher. 
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District Hospitals  Percentage 
return 
 
Maletswai 
Aliwal North Hospital  
30% Jamestown Hospital 
St. Francis Hospital 
Steynsburg Hospital  
 Burgersdorp Hospital  
 
Senqu 
Mlamli Hospital   
40% Empilisweni Hospital  
Cloete Joubert Hospital 
Lady Grey Hospital 
Elundini Maclear Hospital 30% 
Tayler Bequest Hospital 
 
Table: 4.1. Table depicting the percentage of questionnaires returned per district  
 It is important to note that although Maletswai seems to have more hospitals than other sub-
districts its hospitals are smaller with smaller PMDS moderating committees. This sub-district   
has two hospitals (Aliwal North and Jamestown) that did not respond to the questionnaires at  all. 
Although Elundini sub-ditrict has two hospitals, it has one of the largest hospitals in the district, 
the Tayler Bequest Hospital  
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4.2.2.  Policy requirements  
 
Figure 4.5. Consistency of PMDS moderating-committee meetings  
As many as 38 % of the committee members were of the view that PMDS committee 
members had convened consistently in the past three years; 12 % strongly agreed ,14% 
were uncertain, 25 % disagreed, while 11% strongly disagreed.    
Comments from the particpants revealed that the previously provincially aided hospitals, 
like St. Francis, Maclear, Lady grey and Jamestown do not  have strucured PMDS 
moderating committees according to the provincial performance-management policy 
guidelines. The PMDS moderation is still being conducted by the hospital boards of these 
institutions. In  hospitals that perform PMDS moderating meetings, high levels of 
inconsistencies in the meeting schedules were reported.   
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1. The moderating committee has convened at least twice yearly in my hospital  
 
Figure: 4.6.   Regularity of Meetings of PMDS Moderation Committee  
Analysis indicated that 15% of the participants felt that the PMDS moderation meetings had been   
regularly held in the last two years. A total of 38% indicated that the PMDS committee meetings 
were not always regular; only 7% were uncertain; while 15 % indicated that such meetings were 
irregular. The research findings also indicated that 23% of the participants indicated that they 
had never had PMDS Committee meetings during the last two years.  
Comments from the participants demonstrate that PMDS Committee members only meet once 
yearly – during, the annual assessment – in preparation for performance rewards, such as pay 
progression and performance bonuses. These include comments such as: “ We have no regular 
meetings; and we only meet once a year during performance assessments” .This contradicts 
policy guidelines that stipulate that PMDS moderation must be conducted at least twice a year, 
during contracting and final assessments. Recent circulars have directed that PMDS moderation 
must be conducted quarterly; however, this has not been generally happening.  
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2. Performance agreements have been signed timeously and properly with staff in 
the hospital.  
 
Figure: 4.7.  Schedule for signing performance agreements  
The majority of the participants (37%) agreed that performance agreements had been 
signed timeously with staff at the public hospitals in Joe Gqabi District Hospitals; only 
7% strongly agreed; and 14% were uncertain; while 28 % disagreed; and  14% strongly 
disagreed.  
Participants emphasized the need for commitment towards PMDS contracting, as most 
staff members viewed contracting as a waste of time.  The reason cited for not signing 
contracts timeously were operational reasons, such as the unavailability of stationery and 
busy schedules. The respondents also revealed that PMDS contracts are usually signed 
two months after their due date. Signing performance agreements towards the end of the 
first quarter implies that the first quarter almost lapses without performance agreements 
being implemented. The policy stipulates that all employees are required to enter into and 
sign agreements by 30 April, after the start of the new cycle, and within two months after 
starting a new job (Performance Management and Development Manual, 2006:32).  
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3. The Province and District authorities provide the necessary support to the 
hospital moderating committee.  
 
 
Figure: 4.8.Diagram depicting perception of provincial and district support provided to district 
hospital 
As many as 42% of the participants perceived provincial and district support as being 
inadequate; 18% strongly disagreed with the fact that the province and district office provided 
necessary support to the hospital; 19% agreed with the statement; whereas 19% were uncertan.  
Participants highlighed the fact that provincial and district authorities only provided support 
during the introduction of the policy; and this was not considered to be adequate. They perceived  
communication between the province/district as adequate, only when used to elicit statistics. The 
participants also claimed that more support is required from the district; and the province needs 
to enhance understanding and adherence to policy guidelines.  
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4. The performance management and development system of the hospital has been 
reviewed every two years, as stated in the policy. 
 
Figure:4.9. Diagram depicting the consistence of policy reviewal   
A total of 40% of the participants disgreed that the performance management policy had been 
reviewed  every two years, as stated in the policy; 10 per cent strongly disagreed; 23% were 
uncertain; and only 19 % agreed to the statement; while 8% strongly agreed. The 40% that 
disagreed and the 10% that strongly disagreed highlighted the fact that the policy has not been 
reviewed in the past two years, as stated in the policy; but instead internal  directives were 
imposed through the use circulars. The 23% of uncertain regarding reviewal of the policy 
suggests a poor understanding of the policy, and that employees do not continously update 
themselves as regards policy issues.  
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4.2.3. PMDS  policy implementation  
5. The hospital moderating committee has conducted performance assessment 
regulary and consistently during the last three years.  
 
Figure: 4.10.  Regularity and consistency of performance assessment during the last three 
years.  
The majority of the participants (40%) reported that their PMDS committees had not 
always conducted performance assessments regulary and consistently during the past 
three years; only 21% indicated that PMDS committee members had always conducted 
assessment regulary and consistently during the last three years; 12 %  were uncertain. 14 
% indicated that performance assessment had been irregular and inconsistent during the 
last three years; whereas 12% indicated that they had not conducted performance 
assessment at all during the last three years.  
The reasons highighlited by the particpants for not conducting performance assessment 
were that employees were demotivated due to late payment of their performance 
incentives and busy schedules. It may be inferred from these responses that employees 
attach minimal significance to performance assessment, as they see no benefit in 
complying with the schedule. And neither does the employer apparently see any benefit 
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in compliance therewith. It is also of concern that the participants attached significance 
only to the monetary rewards – ignoring the developmental aspects of the policy.  
6. Performance assessments have been used to determine pay progression in the 
hospital over the past three years.  
 
Figure: 4.11. Diagram depicting the use of performance to determine pay progression. 
 Research findings indicated that 42% of the particpants agreed with the fact that performance 
assesment had been used to determine their pay progression during the past three years; however, 
they further revealed that pay progression for employees was behind schedule – for the same 
period. Only 16% strongly agreed with the statement; 12% were uncertain; 21% disgreed; while 
only 8.8% strongly agreed.   
The participants indicated that the previously provincially aided hospitals had not adhered to the 
schedule, as they had not been fully provincialised. 
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7. Performance assessments have assisted the hospital in aligning performance with 
pay.  
 
Figure: 4.12. Assistance provided by PMDS in aligning performance with pay  
The majority of the participants (46%) agreed that performance assessments had assisted 
in aligning performance with pay. But 23% of the participants were uncertain; 23% 
disagreed, and 8% strongly disagreed. Some of the reasons cited for the negative 
responses were that pay progression had not been paid when due. There was usually a 
year’s lapse before payment; therefore, there was no timeous gratification, and payment 
usually did not relate to current performance. Participants noted that when performance-
related remuneration was paid, not all the employees benefited. They suggested that if the 
PMDS policy were to be applied appropriately, this would assist in aligning performance 
with payment.  
This suggests that performance-related remuneration had been paid for the last three 
years – but usually late, and it does not give timeous motivation, as it does not relate to 
current performance.  
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8. The policy has assisted your hospital in aligning, recognizing and rewarding 
outstanding performance.  
 
Figure:4.13. Policy assistance in recognizing and rewarding outstanding performance . 
The research findings indicate that 40% of the participants agreed that the policy had 
assisted the hospitals in recognising  and rewarding outstanding perfomance; 18% were 
uncertain; whereas 26% disagreed; and 12% strongly disagreed. Those respondents who 
provided negative responses indicated that at times institutions utilize PMDS to recognize 
and rewarding outstanding performance; but it is hardly ever effected. The blame seems 
to be directed at the district office and the provincial office.  
They highlighted the fact that rewarding outstanding performance was usually difficult, 
due to the type of evidence required, which is usually unachievable. This results in 
suppervisors giving average scores, as it is difficult to collect all the required evidence. 
Some of the comments provided suggested that there is perceived inequity in recognising 
and awarding outsanding performances, as they claim that some employees received the 
awarded bonuses, whereas many did not.   
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9. Periodic assessments (quarterly reviews) have assisted the hospital in identifying 
the developmental needs of the employees.  
 
Figure: 4.14. Diagram depicting the assistance provided by PMDS in identifying 
developmental needs.  
A total of 47% agreed with the statement that the PMDS quarterly reviews had assisted 
the hospital in identifying developmental needs; 7% strongly agreed with this statement; 
13% of the participants were uncertain; 28% disagreed with it and 5% strongly disagreed. 
Comments from the participants point to the fact that training and development 
programmes are not aligned with the PMDS policy guidelines. Training and development 
for district hospitals is co-ordinated by the sub-district offices, and participants claimed 
that their training requirements were not being adequately addressed.  
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10. Developmental needs of employees have been addressed using policy guidelines  
 
Figure: 4.15. Diagram demonstrating utilization of PMDs in addressing developmental 
needs  
Research findings have indicated that 40% of the respondents replied that the 
developmental needs of employees had been addressed by using policy guidelines; 10% 
indicated that PMDS is used very well in addressing development needs; 2.5 % of the 
participants were unsure; 30% of the participants indicated that PMDS is not well utilized 
in addressing the developmental needs of employees; while 15% claimed that the whole 
process is poorly done. Participants indicated that the training and development 
programme is so poorly managed that PMDS inputs have no effect. The policy guidelines 
suggest that performance at the individual level must be continuously monitored to 
enable the identification of performance barriers and the need for changes, and to address 
development and improvement needs as they arise (Performance and Development 
Manual, 2006:36).  The above suggests that training is at times not aligned with 
employee requirements, and this might even be in conflict with the policy guidelines.  
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4.2.4. Impact of the PMDS policy  
11. The effectiveness of the policy in managing employee performance. 
 
Figure: 4.16. Reponses on the perceived effectiveness of the performance-management 
policy in managing employee performance.  
 As many as 35% of the participants perceived the policy as being effective in managing 
employee performance; 12% rated the policy as very effective; while 15% were unsure. 
A total of 33% of the participants viewed the policy as ineffective in managing 
employee performance; and 7% perceived it as being totally ineffectual.  
Responses demonstrate balanced views with regard to the effectiveness in managing 
employee performance. Some participants indicated the need for training on the 
implementation of the policy, citing the fact that the views of employees on policy might 
be due to a lack of knowledge regarding the policy. Shortfalls highlighted in the 
implementation of the policy include the inequity in assessment, late payment of 
performance remuneration such as pay progression and bonuses, employees viewing the 
performance remuneration as not worth the effort required of them. Some of the 
participants went to the extent of claiming that the policy is disadvantaging some 
employees.  
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12. The current system of performance management requires replacement with 
another system of performance management. 
 
Figure: 4.17. Diagram depicting the need for repalcement of the current performance 
management system. 
Participants provided mixed views on whether the policy required replacement. Some 
26% agreed that the policy required replacement with another policy; 21% strongly 
agreed. Research findings indicated that 22% disagreed; 9% strongly disagreed, while 
21% were uncertain.  
The majority of the respondents indicated that the policy required replacement with 
another policy. Some of the arguments provided were as follows: 
 The policy is complicated and  time-consuming;  
 The employees tend to focus on the monetary rewards and ignore the 
developmental aspect of the policy; 
 Sometimes the policy is abused by the supervisor to settle scores;  
 The performance incentives provided are not equivalent to the effort required;  
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 Perceived inequity and supervisor’s bias in awarding rewards for outstanding 
performance result in employees not taking the policy seriously.  
The arguments provided for the policy included the following: 
 There is no need for the replacement of the policy; what is required is to 
strengthen the implementation process of the current policy. Participants further 
suggested that this could be achieved by providing adequate training and ensuring 
the timeous payment of performance rewards and bonuses. 
 Appropriate implementation of the policy would ensure staff commitment and 
adherence to policy guidelines; currently employees view the policy as a burden.  
 
4.3. CONCLUSION  
The respondents were from various age categories; however, the majority were from the 
age group of 46-55 years. The research findings demonstrated that the majority of the 
respondents had recently joined moderating committees in their respective hospitals. 
These findings further suggest that the previously provincially aided hospitals had not yet 
formulated PMDS committees in accordance with the provincial policy guidelines. In the 
hospitals where moderating committees had been formed, the research findings 
demonstrate generally poor adherence to the policy guidelines.  
The respondents, however, indicated that the policy had assisted the hospitals in 
determining pay progression, and had helped in aligning performance with pay. The 
respondents further indicated that the policy had partially assisted the hospitals in 
recognizing and rewarding outstanding performance; however, problems seemed to 
emerge during the implementation process. These problems are attributed to unfairness 
and the late payment of rewards. There seem to be mixed views on whether the policy 
had assisted the hospitals in identifying and addressing the developmental needs.  
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The respondents seem to suggest that although the developmental needs had been 
identified, the centralization of the training and development programme to sub-districts 
has had a negative impact in addressing these developmental needs.  
The majority of the participants indicated that the policy requires replacement with 
another policy. The high percentage of uncertainty was, however, worrying as it denotes 
poor understanding of the policy. Some of the respondents suggested that the policy 
should be retained, but the following shortcomings in its implementation require urgent 
attention:  
 Performance agreements need to be signed timeously;  
 PMDS committee meetings have to be consistent; meetings must be held at least 
twice yearly. This is to ensure that performance agreements are signed timeously, 
to ensure consistent monitoring of performance and performance assessments at 
the end of the financial year;  
 The centralization of training and development programme to the sub-districts 
poses problems in addressing the developmental requirements of the employees.  
 The perceived unfairness of the implementation process needs to be addressed.  
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CHAPTER 5 
 
CONCLUSIONS AND RECOMMENDATIONS 
 
5.1. INTRODUCTION  
This chapter provides an outline on the extent to which research objectives have been realized. It 
further seeks to summarize the study, and to draw the final conclusions and recommendations.  
  
5.2. REALIZATION OF THE RESEARCH OBJECTIVES  
The first objective aimed at providing an exposition of the provision of the province on the 
Eastern Cape performance-management policy and the regulatory guidelines. Chapter Two 
provided the historical background of the Eastern Cape provincial performance-management 
policy. The policy objectives and guidelines were also provided. The exposition of the Eastern 
Cape performance management and development system were further elaborated on.  
 
The second objective was to analyze the utilization of performance-management information for 
determining remunerations, rewarding outstanding performance and for personnel development. 
This was achieved by analyzing the role of performance management in public organization 
through a systems theory and the New Public Management theory. The systems theory provided 
an exposition of the importance of the input process, the environment and the feedback system in 
ensuring proper functioning of the performance-management system. This ensures that the 
performance-management system has had the required effect in the performance management of 
individual employees and the organization.    
 
The New Public Management was also utilized to provide an explanation of the relevance of 
performance management in public organizations. Firstly, historical developments in public 
administration were provided, in order to give the context of the development of the New Public 
Management and the performance management. It was revealed the New Public Management 
uses a business style of management with the emphasis on performance, control and 
accountability, optimization of information technology, competition and choice. 
  
69 
 
The third objective was to provide a set of recommendations for policy implementation to 
improve service delivery in Joe Gqabi Health District.  
 
5.3. CONCLUSIONS  
From the research findings, it may be concluded that:   
 Most hospitals formulated functional PMDS committee structures less than five years 
ago.  
 Although most hospitals have structured PMDS committees, their meetings are 
inconsistent; and they are only held once a year during final assessment. This suggests 
non-adherence to policy guidelines, as it is a requirement that PMDS moderation 
meetings be held at least twice a year, during contracting and during the final assessment. 
Recent circulars have instructed that PMDS moderation meetings should be held 
quarterly – for performance monitoring and evaluation. It is important to note that some 
hospitals (23%) have not held PMDS moderation meetings during the last three years. 
This is a concern, as it indicates that 23% of the hospitals are not evaluating the 
performance of their employees.  
 
 Performance contracting appears to be conducted very late, towards the end of the first 
quarter. This suggests that the first quarter elapses without formal performance 
evaluation. The policy requires that performance contracting should be conducted at the 
beginning of April in each financial year.  
 
 The support provided by the provincial and district offices in the implementation of the 
performance-management policy was viewed as inadequate by most participants. The 
participants claimed that contacts by these offices regarding this policy were usually 
received only when statistics were required.  
 
 The high levels of uncertainty on some of the questions posed may suggest poor 
understanding of the policy, which affirms the fact that the provincial and the district 
offices provide minimal support to district hospitals.  
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 It may be deduced from the research findings that employees attach minimal significance 
to policy implementation. Some participants went to the extent of indicating that PMDS 
is a total waste of time, and it is time consuming. The contributory factors might be late 
payments of performance-related allowances, such as pay progression and bonuses. Some 
participants indicated that many employees are still owed money by the Department of 
Health for the payment of their bonuses as far back as the 2004/5 financial year.  
 
 Research has revealed that the policy has not been reviewed since 2007. 
 
 Although the majority of the respondents recommended that the policy be replaced by 
another form of performance management assessment, some considered it as adequate; 
however, the implementation of the policy definitely requires attention.  
 
The above research findings indicate poor adherence to policy guidelines. This has 
probably resulted in staff demotivation. The non-payment of performance-related 
payment seems to be a major deterrent to compliance with these policy guidelines. It is 
also concerning that the significance of the policy is viewed only in regard to the 
monetary aspect – instead of being developmental in nature.  
 
5.4. RECOMMENDATIONS 
The research arrived at the following recommendations:  
 The Province and the District should provide consistent support to the district office in 
the implementation of the performance-management policy. The Accounting Officers of 
the respective district hospitals should, in turn, alert these offices when assistance is 
required. The Province and the district should ensure that all the issued PMDS directives 
are implemented, as required; and this could be done in the form of training.  
 The provincial offices should authorize performance-related payments timeously, and the 
district should effect these payments promptly.  
 The co-ordination of the skills-development programme should be decentralized to 
district hospitals to improve their efficiency and effectiveness in co-ordination.  
 The policy requires reviewal, as several directives have been issues without them being 
implemented.   
71 
 
 The Accounting Officers of respective hospitals should provide relentless  monitoring to 
ensure that:  
o PMDS meetings are held quarterly, or at least twice yearly as prescribed in policy;  
o PMDS moderations are conducted in a fair and consistent manner;  
o Contracting is concluded timeously;  
o  All records are forwarded to the relevant offices for timeous payments;  
o  Performance-development plans are linked to the work-skills programmes;  
o  Bonuses are awarded when due, and central tendencies are avoided;  
o Corrective measures are implemented when employees do not adhere to policy 
guidelines.  
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ANNEXURE A: 
QUESTIONNAIRE 
 
Please be assured that responses to this questionnaire will be treated confidentially in line with the 
policy and regulations of the Nelson Mandela Metropolitan University  
Instructions: Please respond by completing the required information or marking the appropriate boxes 
with an X, only indicate one response per box. Please answer all questions to enhance the objectivity of 
the research.  
SECTION A: DEMOGRAPHIC DETAILS  
AGE : 18-25 Years  26-35 
years   
36-45 
years  
 
46-55 
years  
56-65  
years  
 
Number of years in the Hospital Moderating 
Committee: 
0-5  6-10  11-15 
  
Name of hospital:___________________________________________________________________ 
 
Sub-District (Local Service Area): Elundini  Maletswai  Senqu 
 
SECTION B: PMDS POLICY REQUIREMENTS  
1. The Hospital Moderating Committee has convened consistently in the past three years  
Strongly agree  Agree  Uncertain  Disagree  Strongly disagree 
 
Comments:____________________________________________________________________________
_____________________________________________________________________________________
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_____________________________________________________________________________________
____________________________________________________________________________________ 
2. The moderating committee has convened at least twice yearly in my  hospital 
Regularly  Not always  Uncertain  irregularly  Not at all 
Comments 
:____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________ 
3. Performance agreements have been signed timeously and properly with staff in the hospital  
Strongly agree  Agree  Uncertain  Disagree  Strongly disagree 
 
Comments 
:____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________ 
4. The Provincial and the District authorities provide the necessary support to the Hospital Moderating 
Committee   
Strongly agree  Agree  Uncertain  Disagree  Strongly disagree 
Comments 
:____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________ 
5. The Performance Management and Development System of the hospital  has been reviewed every 
two years, as stated in the policy  
Strongly agree  Agree  Uncertain  Disagree  Strongly disagree 
Comments:____________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________ 
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SECTION C: PMDS POLICY IMPLEMENTATION  
6. The  Hospital Moderating Committee has conducted performance assessment regularly and 
consistently during the last three years.  
Always  Not always  Uncertain  Irregularly and 
inconsistently  
Not at all 
 
Comments:____________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________ 
7. Performance assessments have been used  to determine pay progression in the hospital for the past 
three years.  
Strongly agree  Agree  Uncertain  Disagree  Strongly disagree 
 
Comments: 
___________________________________________________________________________________
___________________________________________________________________________________
___________________________________________________________________________________
___________________________________________________________________________________ 
8. Performance assessments have assisted the hospital  in aligning performance with pay.  
 
 
Strongly agree  Agree  Uncertain  Disagree  Strongly disagree 
  
Comments: 
_____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________ 
9. The policy has assisted your hospital in recognizing and rewarding outstanding performance.  
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Strongly agree  Agree  Uncertain  Disagree  Strongly disagree 
  
 
Comments: 
_____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________ 
10. Periodic assessments (quarterly reviews) have assisted the hospital in identifying  the 
developmental needs of their employees?  
Strongly agree  Agree  Uncertain  Disagree  Strongly disagree 
 
Comments : 
_____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________
____________________________________________________________________________________ 
11. Developmental needs of employees have been addressed by using policy guidelines.  
Very well  Good   Unsure  Not well  Poorly done 
 
Comments : 
_____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________
____________________________________________________________________________________ 
 
SECTION D: IMPACT  OFTHE PMDS POLICY  
12. Please rate the effectiveness of the policy in managing  employee performance.  
very effective  Effective  Unsure  Ineffective  Totally ineffective  
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Comments: 
_____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________
____________________________________________________________________________________ 
 
13. The current system of performance management requires replacement by another system of 
performance management. 
 
Strongly agree  Agree  Uncertain  Disagree  Strongly disagree 
 
Motivation for your response : 
_____________________________________________________________________________________
_____________________________________________________________________________________
_____________________________________________________________________________________
____________________________________________________________________________________ 
 THANK YOU FOR YOUR TIME AND SUPPORT  
Please remember to mail the completed questionnaire to: 
Mr Z. Mbethe  
Taylor Bequest Hospital  
Private Bag X 1129 
Mount Fletcher 
4770  
Cell: 0833781036 
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ANNEXURE B 
 
 
 
             
                                                          Department of Political and Governmental Studies 
          Faculty of Arts 
          Nelson Mandela Metropolitan University 
                                                                                                                                                           
Port Elizabeth                                           
                                                       
        
         09/03/2012 
                        
      
Dear Sir/Madam, 
You are being politely asked to complete the attached research questionnaire for a 
Master’s of Public Administration study on “Implementation of Performance 
Management at Joe Gqabi District Municipality Public Hospitals” with the Joe Gqabi 
District Municipality Public Hospitals as the area of study.    
The study has been approved by the Research Ethics Committee (Human) of the 
Nelson Mandela Metropolitan University, to ensure that the rights and welfare of the 
participants in the research are protected, and that the study is conducted in an ethical 
manner. 
Completion of the questionnaire will take not more than (25) twenty-five minutes of your 
time, and will contribute to the ongoing search for improvement in performance 
management in the provision of health services.  
Your participation in the study is completely voluntary. You do not have to include your 
name or identity. The study leader is at the Nelson Mandela Metropolitan University, 
and confidentiality and ethical requirements are strictly being followed in this process. 
 
• PO Box 77000 • Nelson Mandela Metropolitan University 
• Port Elizabeth • 6031 • South Africa • www.nmmu.ac.za 
• South Africa• www.nmmu.ac.za 
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Please assist us by completing the attached short questionnaire and return it via e-mail 
to the sender, or Mail to: 
Thank you very much for your time. 
  
 Z. Mbethe  
Taylor Bequest Hospital  
Private Bag X 1129 
Mount Fletcher  
4770 
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Moderation Committee Members Consent Form 
I hereby give consent to participate in a study on the implementation of performance 
management in public hospitals at Joe Gqabi Health District. 
I have read the Project Information Statement explaining the purpose of the research project and 
understand that: 
 My participation in the research is voluntary; 
 I may decide to withdraw from the research project at any time without a penalty; 
  That permission has been sought from me to participate in the research;  
  That I have consented to participate in the research project;  
 All information obtained will be treated in the strictest confidence;  
 I do not have to provide any personal information;  
  I also understand that the biographical information is for statistical purposes only.  
 I may seek further information on the project from Mr. Z. Mbethe at 
08833781036/0392570043;  
 The results of the study may be used for academic publications. 
 
__________________________   Date:____________      
Participant 
 
 
 
• PO Box 77000 • Nelson Mandela Metropolitan University 
• Port Elizabeth • 6031 • South Africa • www.nmmu.ac.za 
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ANNEXURE: C 
 
 
 
 
 
Tayler  Bequest Hospital • Hospital Street-Mount Fletcher, 
Eastern Cape Private Bag X1129 • Mount Fletcher• 4770• REPUBLIC OF SOUTH AFRICA 
Tel: +27 (0)392570043• Fax: +27 (0)39 2570043.Email:zak.mbethe@impilo.ecprov.gov.za 
TO: DISTRICT MANAGER  
FROM: MIDDLE MANAGER CLINICAL SUPPORT: TAYLER BEQUEST 
HOSPITAL  
SUBJECT: PERMISSSION TO CONDUCT A RESEARCH PROJECT ON THE 
IMPLEMENTATION OF PERFORMANCE MANAGEMENT IN 
PUBLIC HOSPITALS AT JOE GQABI HEALTH DISTRICT  
 DATE: 08 MARCH 2011 
 
1. PURPOSE  
To request the District Manager to grant permission to Mr. Z. Mbethe to conduct research 
on the Implementation of Performance Management in public hospitals at Joe Gqabi Health 
District. The research is towards the attainment of a Master’s Degree in Public 
Administration (MPA). 
2. BACKGROUND  
I am an MPA student at Nelson Mandela Metropolitan University, and I am conducting a 
study towards a Master’s Degree. The research topic is: The implementation of performance 
management in public hospitals in Joe Gqabi Health District. 
This research aims at identifying the strengths and weakness in the implementation of the 
performance-management policy by the district.  
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ANNEXURE D 
 
